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ABSTRACT 
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This  report  examines  retention.  It  provides  a  socioeconomic  profile 
of  the  resorvi  st <i  in  Naval  Reserve  Readiness  Command  Region  SEVEN,  and  a 
Hint ) st I  <.al  description  of  their  attitudes,  opinions  and  beliefs  about 
tile  Naval  Reserve.  After  an  extensive  review  of  the  literature,  it 
investigates  the  areas  of  how  closely  reservists  identify  vith  the  Navy 
as  a  subculture,  their  level  of  satisfaction  with  various  aspects  of  the 
reserve  program  (i.e.  drill,  WETS,  ACDUTRA) ,  the  kinds  of  leadership 
styles  believed  most  effective  (authoritarian/democratic)  and  their 
sense  of  civic,  responsibility.  The  purpose  is  to  show  how  these  attitudes 
and  values  are  related  to  the  intention  of  reservists  to  reonlisr  in  the 
Naval  Reserve. 


DISAVOWAL  OF  THE  DEPARTMENT  OF  THK  NAVY  POLICIES 


The  opinions,  assertions,  and  interpretations  contained  in  this  paper 
are  the  views  of  the  authors  and  are  not  to  be  construed  as  official  or 
as  necessarily  reflecting  the  views  of  the  Commander,  Readiness  Command 
Region  SEVEN,  the  Chief  of  Naval  Reserve,  the  Department  of  the  Navy  or 
the  Department  of  Defense. 
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STUDY  HIGHLIGHTS 


REVIEW  AND  FINDINGS 


Problem 


The  purpose  of  this  research  is  to  Investigate  and  to 
identify  accurately  those  practices  which,  in  the  minds  of 
Naval  Reservists,  cause  selected  reservists  to  remain  in  the 
U.  S.  Naval  Reserve  or  conversely  induce  drilling  reservists 
to  leave,  consequently  reducing  the  operational  readiness  of 
the  U  .  S  .  N avy . 


Ob  1  e  c  1 1 ve  s 


The  objectives  of  this  study  are: 


1  . 

Selected 
specific 
prior  to 


To  provide  a  general  description  or  profile  of  the 
(drilling)  Reservists,  and  to  further  identify 
characteristics  of  those  reservists  who  are  lost 
EOS  . 


2.  To  review  the  literature,  develop  a  theoretical 
frame  of  reference  and  explore  the  predictive  capability  of 
this  Generic  Model  for  understanding  retention. 


3.  To  determine  if  background  characteristics,  cultural 
socialization,  leadership  styles,  and  civic  responsibility 
are  statistically  related  to  retention. 


4,  To  consider  if  it  is  possible  to  develop  a  survey 
instrument  to  assist  in  military  counseling  so  that  retention 
problems  can  be  indentlfied  early  and  corrective  action  taken. 

5.  To  offer  the  results  tc  various  Navy  commands  for 
retention  and  recruiting  use  as  applicable. 


Approach 

To  reach  these  objectives,  the  following  methods  were 
employed : 

1.  Utilization  of  existing  statistics  (CNAVRKS,  BUPERS, 
DOD,  REDCOM  NINETEEN,  REDCOM  TWENTY). 

2.  Analysis  of  REDCOM  SEVEN  Gain  and  Loss  Reports  for 
FY  1978  and  FY  1979. 


3.  In-depth  interviews  with  a  stratified  random  sample 
of  eighteen  selected  reservists  representative  of  the  region. 

4.  Content  analysis  of  letters  solicited  from  reservists 
involuntarily  terminated,  47  responses  of  157  letters  received. 
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Hi  uhl  iclits 


The  T  < liu  I  ng.s  .lit. ml  till'  Sim  t  .1  I  .111  <1  ps  Velio  1  Og  1  ea  1  ctl.lt  ac  lei  i  St  i  CS  ol 
Naval  Reservists  ,unl  tluii  i  n  t  ent  i  oils  to  reeulist  are  .is  follows: 

1  .  Most  ii’Korvi.'l  «  i'  i  i  I'  i'  i  lit-  I  i  u  i  L  f  1  v  intend  to  t  o  o  n  I  1st 
or  ho  p  c  to  rri’ii  list. 

2,  Most,  rosorv  i  st  s  i)iu'st  ionod  never  ei  rarely  think  of  get  t  I  tty.  out. 

3.  Thov  tiro  c.iti'or  mot  i  Vat  r3 .  Ov  <  l  halt  el  tho  resetvists  give 
themselves  a  90  pcicent  oh, moo  or  hot  tot  ol  remaining  in  ,i  drilling  mut. 
for  another  year.  Also,  ovor  so  percent  ol  tho  losotvists  g  i  vo  them¬ 
selves  an  SO  percent  on. moo  ot  hot  tor  of  staving  lot  .mothoi  throe  vo.-n  ;• 
or  another  twenty  vent  ;. 

m.  Tho  most  impel tant  reasons  ;,;iou  t.-i  joining  tho  Naval  Reserve 
are  drill  pay  atul  rot  1  re  mom _ hone  fit,,  with  p..tt;otism  a  pool  third. 

S.  Most  Naval  Kosorvist!  aiv  while,  l'i  ol  ost  .ml  ,  unit  ion  males  with 
appiioxiraato  ly  two  dopoiuh'ni  s .  Thov  ato  wo  I  1  -o.luo.it  oh  ,  li.ivo  a  goo  d  job 
and  think  of  themselves  ns  oithor  working  class  ot  middle'  elans. 

b.  These  soo  i  oeconomi  o  oharaet  ot  i  s  t  i  os  .no  posit  ivolv  asseoiatod 
with  the  intention  to  rooi'list.  Tho  hi  phot  the  soo ;  ocvoiior.s  i  o  status, 
the  more  likely  one  intends  to  roonlist  in  tho  Naval  Reserve. 

7.  Among  reservists  whoso  family,  peers  .uni  employers  support  ilioit 
Naval  Reserve  activities,  intention  to  looulisi  is  high.  lot  example, 
onlv  A  percent  of  those  reservists  who  have  sttonp.  l.imilv  supi'ot  t  say  thov 
definitely  will  no_t_  roonlist. 

R.  Reservists  are  not  alien. it  od  thorn  tlioit  oivilian  pursuits.  Thov 
feel  useful  and  are  serioio:  shout  their  work.  Uni  ate  almost  novel' 
harassed,  and  rarely  hoied. 

9.  Those  who  are  most  satistied  \.  i  I  h  thoii  oivilian  jobs  are  most 
likely  to  roonlist. 

10.  A  major  t  Hiding  is  t  li.it  e.i  v  I  i  onnent  a  I  and  situational  oli.u.ioioi  1st  t. 
are  much  less  significant  than  supposed.  !' is  tame  io  the  drill  site, 

time  ot  eontmul  lug  ,  the  aiea  ot  the  country  in  whioh  ono  was  tented,  and 
the  location  of  line’s  current  tesidetne  doe-  net  explain  vhv  some  lesetvists 
intend  to  leei'.l  i:  t  and  ethers  do  not. 

11.  Tin-  fael  that  one  comes  I  i  om.  a  militate  lami'.v  i  -.  nil  ;  mpoi  t  an ;  in 
predicting  the  Intention  to  reeniist  as  is  (In-  length  ol  time  a  reservist 
was  assigned  is'  an  at  lo.it  eonwiand  on  act  i'v  dm  v  . 


12.  Military  rank/rate  Is  strongly  related  to  the  Intention  to  reenllst 
as  are  age,  longevity,  number  of  ACDUTRA's  and  WET's  attended.  As 
experience  with  the  Naval  Reserve  increases,  the  more  likely  reservists 
intend  to  continue  their  participation. 

13.  Most  Naval  Reservists  are  strongly  identified  with  the  Navy  as 

a  subculture.  They  like  things  typically  Navy  such  as  calling  floors,  "decks 
walls,  "bulkheads";  and  ceilings,  "overheads."  The  reservists' image  of  the 
Navy  is  extremely  positive. 

14.  They  remember  their  experience  on  active  duty  as  useful,  and  they 
almost  never  recall  feeling  any  hostility. 

15.  Reservists  who  are  most  strongly  identified  with  the  Navy  are 
likely  to  reenlist. 

16.  Reservists  are  pleased  with  their  reserve  units,  the  comradeship 
they  experience  during  drill  and  the  personal  appearance  regulations. 

17.  Reservists  are  dissatisfied  with  their  sense  of  accomplishment, 
how  the  drill  compliments  their  civilian  occupation;  how  their  talents 

are  utilized,  and  their  amount  of  responsibility.  They  feel  that  both  the 
training  and  equipment  are  inadequate. 

18.  They  feel  that  more  time  should  be  given  to  rate  training  Hid  less 
time  to  administrative  matters  such  as  meetings  and  writing  reports. 

19.  They  place  great  value  on  ACDUTRA  and  WETS  and  are  more  satisfied 
with  these  activities  than  they  are  with  the  experiences  they  have  in  the 
Naval  Reserve  Centers. 

20.  The  greater  the  satisfaction  with  various  aspects  of  the  Naval 
Reserve,  the  more  likely  they  plan  to  reenlist. 

21.  Reservists  are  not  displeased  with  the  uniform  requirements  and 
personnel  policies;  however,  these  matters  remain  sensitive  predictors  of 
retention. 

22.  Although  reservists  are  not  satisfied  with  the  equipment  or 
training  aspects  of  their  reserve  experience,  these  variables  do  not 
predict  the  intention  to  reenlist. 

23.  Naval  Reservists  think  that  their  Commanding  Officers  provide 
strong  leadership  to  their  units. 

24.  Democratic  leadership  styles  are  widespread  and  prefered  to 
authoritarian  leadership  styles. 

25.  Most  reservists  believe  they  are  treated  fairly  and  that  favoritism 
la  discouraged. 


26.  Women  have  been  well  Integrated  into  the  Naval  Reserve.  Their 
attitudes  do  not  differ  substantially  from  those  of  men. 

27.  Blacks  do  not  feel  that  they  are  treated  fairly,  at  least  not  by 

comparison  with  whites.  '  / 

28.  The  general  attitude  toward  work  among  aill  Naval  Reservists  is 
to  place  great  value  on  intrinsic  benefits  and  less  emphasis  on  extrinsic 
material  re'V'rds.  This  is  so  despite  the  fact  that  they  list  economic 
reasons  for  initially  joining  the  Naval  Reserve. 

29.  Reservists  have  a  high  sense  of  civic  responsibility  and  feel  a 
duty  to  their  country.  They  feel  that  a  citizen  should  be  willing  to 
engage  in  some  form  of  full-time  community  service  for  at  least  two  years. 

30.  Most  agree  that  conventional  war  is  likely  but  are  not  convinced 
that  all  out  nuclear  war  is  realistic  posibility  in  the  next  15  years. 

31.  Although  war  may  be  likely,  they  feci  their  chances  of  being 
recalled  are  remote. 

32.  Reservists  are  well  aware  of  some  of  the  moral  implications  of 
war  (57X  said  they  did  not  think  the  Vietnam  War  was  Just) ;  however,  very 
few  reservists  thought  their  participation  in  the  Naval  Reserve  raised  a 
moral  problem  for  them  personally, 

33.  Naval  Reservists  are  highly  involved  in  community  affairs.  They 
express  a  great  deal  of  interest  in  politics,  for  example,  and  if  what 
they  tell  us  is  true,  they  talk  politics,  vote,  and  even  campaign  at 
much  higher  levels  than  do  Americans  generally. 

34.  The  party  identification  of  Naval  Reservists  reflect* the  partisan 
alignment  of  the  American  public  generally.  Proportionally  there  are  about 
the  same  number  of  Republicans  and  Democrats  in  the  Naval  Reserve  as  in 
the  country  as  a  whole.  Tarty  identification  is  also  statistically 
unrelated  to  the  intention  to  reenlist. 

35.  Although  partisanship  does  not  predict  intention  to  reenlist, 
ideological  orientation  is  important.  The  more  conservative  a  reservist 
sees  himself,  the  more  likely  he  intends  to  reenlist. 

36.  Generally  wc  find  that  the  higher  the  sense  of  civic  responsibility, 
the  greater  the  likelihood  of  reenlistment. 
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Reconmendat ions 


1.  Sensitize  active  duty  personnel  to  tho  absolute  requirement  that 
administrative  support  willingly  provided  for  drilling  reservists  is 

the  sumtnum  bonum  of  their  professional  life.  This  is  especially  critical 
during  the  first  three  to  six  months  of  of  an  enlistee's  Affiliation.  It 
is  during  this  time  that  administrative  indifference  wreaks  the  most 
havoc;  this  is  the  time  when  the  recruiters'  promises  are  put  to  the 
initial  test  and  when  expectations  and  reality  are  compared  in  terms  of 
satisfaction.  Command  attention,  sensitivity  training,  and  indoctrination 
divisions  are  strongly  recotaaendcd.  It  goes  without  saying  that  receipt 
of  the  paycheck  is  the  single  most  import  ant  item  which  must  bo  accomplished. 
This  study  has  repeatedly  affirmed  that  financial  consideration  is  the 
prime  mover  of  participation. 

2.  Involve  the  family  (especially  the  wife)  in  Reserve  part i c lpat ion. 
Center  and  unit  Commanding  Officers  should  initiate  contact  with  the  wife 
and  family  through  personal l zed  cor respondenco  and  tamily-oriontod  social 
events  such  as  cook-outs  and  short  tours  of  nearby  Naval  and  civilian 
points  of  Interest. 

3.  Conduct  a  skills  inventory  oi  each  unit  and  center,  concent  rat ing 
on  interest  ar.d  abilities  other  than  those  related  to  the  reservists'  rate. 
Then,  use  those  skills  to  the  benefit  of  the  community  and  the  Naval 
Reserve. 

4.  Increase  reservists'  participation  in  civic  projects  at  the  local 
level.  Do  this  as  a  unit  on  drill  week-ends,  other  han  WKT's.  This 
accomplishes  two  purposes:  (1)  It  reduces  the  we  1 1 -documented  dissatis¬ 
faction  with  boring  classroom  lectures,  and  (2)  It  meets  the  demonst rated 
need  of  reservists  to  increase  civic  involvement. 

5.  Increase  WET  opportunities  to  provide  realistic  hands-on  training. 
Reprogram  money  accordingly. 

b.  Increase  efforts  to  upgrade  equipment  available  in  the  Reserve 
Centers.  Tho  SBs  program  should  be  accelerated  and  emphasized  in  any  cost 
trade-off  analysis. 

7.  Screen  prospective  unit  Commanding  Officers  for  unacceptably  high 
levels  of  authoritarian  leadership  tendencies.  Validated  tests  are  available 
for  this  and  are  being  used  in  industry. 

8.  Recognize  outstanding  performance  by  letters  of  comm*,  ndat  ion  and 
such  programs  as  "sailor  of  the  quarter,"  Make  awards  at  morning  quarters. 

9.  Periodically  contact  civilian  omp lovers  and,  most  especially, 
immediate  supervisors  and  tell  them  that  the  Naval  Reserve  appreciates  their 
support.  Emphasize  that  the  reservist  is  doing  a  good  job  and  infer  that 
this  is  the  result  of  good  leadership  and  supervision  on  the  part  of  the 
emp lover. 
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1C.  Periodically  Invite  employers  and  supervisors  to  organized  social 
activities. 

11.  Provide  opportunities  for  segmental  drilling  when  job  conflict  Is 
apparent . 

12.  Increase  the  efforts  to  overcome  the  feelings  among  minority 
groups  that  they  are  being  treated  unfairly.  This  should  be  done  by 
recognizing  cheir  contribution  to  achieving  organizational  objectives  rather 
than  through  paternalism. 

13.  Do  not  underestimate  the  effectiveness  of  appeals  to  patriotism 
and  civic  duty.  Pay  is  a  necesaary  cause  of  initial  affiliation  but  is 
not  always  sufficient  to  retain  the  better  reservists. 

14.  Un ter take  a  hard  look  at  the  training  program  with  a  view  to 
developing  Innovative  alternatives  to  what  many  reservists  see  as  a  dull 
and  dreary  exercise.  For  example,  It  might  be  possible  to  reschedule 
drills  to  take  advantage  of  college  or  technical  courses  offered  in  the 
community  or  b£lng  in  trained  teachers  to  offer  a  series  of  courses 
relevant  to  the  unit^  needs. 
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INTRODUCTION 


The  management  of  Imni.ai  resources  has  become  the  number  one 
priority  of  all  modern  complex  social  organizations.  This  is 
exemplified  by  the  emphasis  now  being  placed  on  retention  by  the  leader¬ 
ship  of  the  M.  S.  Na^ai  Reserve.  According  to  Paul  Heraev  and  Kenneth  II. 
Blanchard : 

Most  managers,  if  asked  what  they  would  do  11  they 
suddenly  lost  half  of  their  plant,  equipment,  or  capital 
resources,  are  quick  to  answer.  Insurance  or  borrowing 
are  often  avenues  open  to  refurbish  plant,  equipment,  or 
capitul.  Yet  when  these  same  managers  are  asked  what  they 
would  do  i£  they  suddenly  lost  half  of  their  human  resources- 
managors,  supervisors,  and  hourly  employees- they  are  at  a 
loss  for  words.  There  is  no  insurance  against  outflows 
of  human  resources.  Recruiting,  training,  and  developing 
large  numbers  of  new  personnel  into  a  working  team  takes  years. 

In  a  competitive  environment  this  is  almost  an  impossible  task. 
Organizations  are  only  beginning  to  realize  that  their  most 
important  assets  are  human  resources  and  that  the  managing  of 
these  resources  is  one  of  their  most  crucial  tasks.  (Hersey 
and  Blanchard,  1977,  p.  72). 

Over  the  past  few  years  retention  of  military  personnel  has  become 
increasingly  important  to  national  security.  (President's  Commission 
Report,  1970).  The  overall  Naval  balance  between  the  Soviet  Union  and 
the  United  States  is  difficult  to  determine,  yet  unquestionably  thp 
Soviets  have  made  great  progress  in  the  sphere  of  material  matters. 
Commensurate  with  these  developments,  "there  have  been  drastic  cuts  made 
to  the  U.  S.  Naval  program— the  deletion  of  six  submarines  and  20  major 
warships,  the  erasure  of  13  important  conversions  and  the  reduction  of 
the  Naval  Reserve  by  nearly  half  can  only  have  a  weakening  effect  on 
material  readiness  and  morale."  In  comparing  the  Navies  of  the  Soviet 
Union  and  the  United  States,  the  editors  of  Jane's  Fighting  Ships  say, 

"The  advantage  accruing  from  the  education  and  training  of  the  all- 
volunteer  U.  S.  Navy,  with  its  emphasis  on  initiative,  must  however  provide 
n  position  of  strength  compared  with  a  Navy  manned  by  conscripted  junior 
ratings,  no  matter  how  detailed  the  technical  training  of  their  superiors." 
(Jane's  Fighting  Ships,  1978-79,  p.  129).  This  advantage  resulting  from 
superior  manpower  mav  rapidly  erode  if  the  retention  problem  of  the  U.  S. 
Navy  Is  not  solved. 

Retention  is  an  old  problem  in  the  U.  S.  Navy.  Throughout  the  19th 
century  desertion  was  at  e  very  high  level  and  at  times  almost  amounted 
to  mans  flight.  Frederick  S.  Harrod  in  his  recently 
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published  book,  Manning  the  New  Navy,  The  Development  of  a  Modem 
Naval  Enlisted  Force  1899  -  1940,  quotes  Captain  William  G.  Temple 
°f  the  Tennessee  as  reporting  In  1871  that  fifty-one  of  his  crew 
deserted  during  Just  two  weeks  at  the  New  York  Navy  Yard.  (Harrod, 

1978,  p.  13).  In  another  Incident,  Commander  Francis  It.  Roe  complained, 

"My  ship' 8  boats  would  go  ashore  and  men  would  leap  out  and  run.  If 
the  officers  followed,  the  whole  boat ' s  crew  would  likely  desert!" 

(Harrod,  1978,  p.  13).  More  recently  Captain  Charles  McIntosh,  USN, 
points  out,  "A  well  numbered  DesLant  Bulletin  In  the  very  early 
1950's  bemoaned  the  3  percent  reenlistment  rate  shen  current." 

(McIntosh,  71,  p.  79). 

If  poor  retention  is  neither  new  nor  more  accurate,  what  is 
different  is  the  amount  of  attention  it  is  receiving.  The  Chief  of 
Naval  Operations  (C.N0)  recently  Indicated  that  retention  Is  his 
number  one  priority.  His  keen  Interest  in  this  subject  is  shown  in 
a  memorandum  stating  CNO  Objettives.  In  this  memorandum,  CNO 
stresses  the  need  to  change  our  way  of  doing  business  to  eliminate 
those  practices  which  drive  good  people  out  of  the  Navy,  and  to  make 
a  naval  career  as  attractive  and  satisfying  an  experience  as  possible." 

(CNO  MEMO  dtd  17  Oct.  78).  The  Reserve  aspect  of  this  problem  is 
Important  because  with  the  evolution  of  the  "One-Navy"  concept,  the 
U.  S.  Naval  Reserve  is  recognized  ns  an  essential  element  of  its 
active-duty  counterpart. 

The  purpose  of  this  research  is  to  investigate  the  problem  of 
retention  and  to  identify  more  accurately  some  of  those  practices 
which,  in  the  minds  of  Naval  reservists,  drive  people  out  of  the 
Naval  Reserve  and  consequently  reduce  the  operati oaal  readiness  of 
the  U.  S.  Navy.  This  study  is  an  exploration  into  the  social  and 
psychological  aspects  of  attrition  in  the  Naval  Reserve  of  Readiness 
Command  Region  SEVEN. 

To  accomplish  the  general  and  specific  goals  of  the  current 
project,  a  survey  research  vlesign  was  employed  involving  the  administration 
of  a  349-item  structured  questionnaire  to  a  universe  of  approximately 
7,000  Naval  reservists  J.n  Readiness  Command  Region  SEVEN.  These 
reservists  attend  drill  at  11  Naval  Reserve  Centers  in  Georgia, 

North  Carolina,  and  South  Carolina.  The  research  will  result  in 
eight  reports. 

Report  Number  1  -  A  I’i  el  iminarv  report  concerning  descriptive 
statistics  of  those  social  and  psychological  attitudes  believed 
to  be  associated  with  retention. 

Report  Number  7  -  An  investigation  into  the  relationship 
between  Job  satisfaction  and  retention. 


Report  Number  3  -  An  invest lpat ion  into  the  relationship 
between  perceptions  of  equity  and  retention. 

Report  Number  4  -  An  investigation  into  the  relationship 
between  expectancy  and  retention. 

Report  Number  5  -  An  investigation  into  the  relationship 
between  role  perception  and  retention. 

Report  Number  6  -  An  investigation  into  the  relationship 
between  cultural  socialization  and  retention. 

Report  Number  7  -  An  Investigation  into  the  relationship 
between  socioeconomic,  military,  environmental  characteristics 
and  retention. 

Report  Number  8  -  An  evaluation  of  the  determinants  of 
retention  and  recommendations  for  change. 

Special  Reports  -  A  series  of  computer  printouts  showing 
the  frequency  distributions  of  the  questionnaire  responses 
of  officers  and  enlisted  personnel  assigned  to  the  units 
which  drill  at  that  Reserve  Center. 

This  study  examines  retention  from  several  perspectives.  A:  a 
result  of  Lhis  eclectic  approach,  it  is  anticipate!  that  a  greater 
insight  can  be  gained  into  the  determinants  of  ;:tt'  •.  Lion  in  the  Naval 
Reserve  of  REDCOMREC SEVEN .  If  an  explanation  of  r  i  ion  is 
forthcoming,  Commanding  Officers  may  be  able  to  predict  potential 
retention  problems  and  then  take  corrective  measures.  Higher  levels 
of  management  can  take  action  to  develop  programs  that  are  relevant 
to  the  needs  of  the  reservists,  and  in  this  wav  increase  the  support 
from  Naval  Reserve  personnel  necessary  for  operational  readiness. 

It  is  hoped  this  analysis  will  provide  the  knowledge  necessary  to 
adjust  Naval  Reserve  Programs  so  as  to  retain  the  otter  qualified 
and  more  highly  trained  reservists. 

St  at erne nt  _of _ the  Problem 

To  explain  a  reservist's  decision  to  continue  natt leipnt ing  in 
the  Naval  Reserve,  it  is  helpful  to  ask  why  the  individual  joined 
tin'  Naval  Reserve,  what  docs  lie  think  of  the  program  and  is  he  likely 
to  withdraw?  Why  does  a  reservist  choose  to  rccnllst  or  not  to 
reenlist?  The  answer  to  theHO  questions  in  part  can  he  given  by  ati 
examination  of  the  background  characteristics  of  the  reservists,  and 
in  pail  bv  the  organ! rat  Iona!  structure  of  the  Navy.  We  have  known 
for  a  long  lime,  lor  example,  that  an  individual  with  low  intelligence 
scores  and  a  poor  educational  background  is  unlikely  to  perform  well. 
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It  is  also  clear  that  some  institutional  practices  and  policies  of 
the  Navy  make  It  difficult  for  some  reservists  to  maintain  a 
satisfactory  level  of  participation.  It  is  necessary,  however,  to 
move  beyond  these  explanations  and  focus  on  selected  social  and 
psychological  influences  which  affect  the  reservist's  decision. 

What  we  want  to  know  are  the  attitudes,  values,  and  behavior 
patterns  associated  with  the  decision  to  continue  participating  In 
the  program.  Knowledge  of  this  kind  is  not  found  through  speculation 
but  by  an  empirical  investigation.  The  following  general  questions 
are  used  to  guide  our  inquiry: 

QUESTIONS: 

1.  How  highly  do  reservists  value  their  active  duty 
experience?  It  could  be  that  the  first  experiences 
one  had  in  the  Navy  established  the  orientation 
toward  the  service  for  the  rest  of  the  individual's 
life.  If  positive  experiences  are  reinforced  by  good 
Vadership  when  the  individual  joins  the  Reserve, 
then  he  may  become  an  enthusiastic  reservist.  On 

*•'  *>.  other  hand,  many  people  leave  active  duty 
issat isf led  and  tind  the  Reserve  program  unresponsive 
and  irrelevant  to  their  professional  and  social  needs. 

2.  How  do  reservists  view  the  role  they  play  in  the 
Naval  Reserve?  Do  they  think  of  themselves  as  having 
a  Naval  career?  Is  it  simply  a  part-time  job?  Do 
they  feel  like  they  are  "doing  time"  and  as  soon  as 
their  legal  obligations  are  satisfied  do  they  plan 

to  get  out?  What  is  their  level  of  commitment  to 
the  service? 

3.  Do  reservists  experience  a  role  conflict  between  whnt 
the  Navy  expects  of  them  and  what  their  family, 
friends  and  work  associates  expect?  Is  the  Navy 
considered  a  lower  status  Job?  Do  the  reservists 
have  to  make  radical  changes  in  their  appearance 

and  ways  of  relating  to  people  when  they  come  Into  a 
military  environment?  Are  their  moral  beliefs 
compatible  with  what  the  Navy  expects  of  them?  Do 
reservists  see  a  conflict  between  organizational  and 
personal  goals? 

4.  What  do  reservists  expect  to  get  out  of  their  partici¬ 
pation  in  the  program?  Does  the  Navy  fulfill  their 
expectations  in  so  far  as  the  development  of  job 
skills,  social  life  or  monetary  benefits?  What 
aspects  of  the  program  do  they  consider  valuable  and 
what  do  they  think  is  worthless  relative  to  fulfilling 
tholr  personal  goals  and  objectives?  How  much  do  they 
need  the  Naval  Reserve? 


5.  What  do  reservists  like  about  the  Reserve  and  what  do 
they  dislike?  Do  they  feel  adequately  and  fairly 
compensated?  la  the  training  considered  good?  What 
aspects  of  the  program  do  they  find  interesting? 

Essentially  do  they  think  of  the  Navy  as  a  "good  deal?” 

Do  reservists  who  enjoy  their  civilian  occupations 
also  find  satisfaction  in  the  Reserve  program?  Do 
they  think  military  customs  and  courtesies  reinforce  a 
positive  actitude  or  are  they  viewed  as  obstacles  to 
overcome?  Are  the  reservists  happy  with  what  they 

are  doing? 

6.  What  do  reservists  think  about  their  work?  Is  it 
meaningful  or  do  they  have  a  sense  of  alienation? 

What  do  they  expect  of  their  leaders,  job  content,  and 
group  climate?  How  do  they  perceive  the  organizational 
and  administrative  practices?  Is  what  they  do  at 
drill  considered  an  activity  in  which  they  can  become 
deeply  involved? 

7.  How  do  reservist  perceive  alternatives  to  the  weekend 
drill  such  as  leisure-time  activities  and  work  oppor¬ 
tunities?  Are  these  competing  claims  on  the  reservist's 
time?  Are  they  so  highly  valued  that  the  reservist 
thinks  he  is  making  a  sacrifice  to  attend  drill? 

8.  To  what  extent  do  reservists  feel  they  have  a  sense  of 
social  responsibility  or  duty  to  serve  their  country 
in  some  way?  How  important  is  patriotism?  Is  there  a 
feeling  that  by  participating  in  the  Naval  Reserve 
they  are  serving  their  country?  Do  they  have  a  sense 
of  pride  in  their  uniform? 

It  is  our  general  reasoning  that  reservists  who  view  their  role 
in  the  Naval  Reserve  as  a  career  involving  a  long-term  commitment  are 
more  likely  to  reeuJist  than  those  who  think  of  it  as  a  temporary 
part-time  job.  Reservists  whose  expectations  about  the  Navy  are 
fulfilled  in  terms  of  job  skills,  social  life,  and  monetary  benefits, 
are  more  likely  to  stay  than  those  who  are  dissatisfied.  Reservists 
who  are  happy  with  what  they  are  doing  in  tile  Reserve  will  more 
likely  reenltst  than  those  who  dislike  going  to  drill.  Reservists 
who  feel  that  their  work  is  meaningful  will  more  likely  reenlist  than 
those  who  are  alienated.  Reservists  who  experience  congruence 
between  what  their  family,  friends  and  work  associates  expect  will 
more  likely  continue  in  the  program  than  those  who  experience  role 
conflict.  Reservists  who  see  the  Naval  Reserve  as  complimr  '  .ng 
their  discretionary  time  activities  and/or  job  alternatives  *j 11  be 
more  likely  to  stay  in  the  program  than  those  who  ee  the  Navy  as 
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interferring  with  what  they  had  rather  be  doing  or  should  be  doing. 
The  more  individuals  need  the  Naval  Reserve  and  see  their  partici¬ 
pation  as  beneficial  to  their  interest,  the  more  likely  they  will 
decide  to  reenlist.  The  problem,  of  course,  is  to  clarify  these 
expectations  and  show  how  they  relate  to  retention.  An  empirical 
investigation  of  the  individual's  perceptions  of  his  place  in  the 
Naval  Reserve  will  provide  a  better  understanding  of  the  factors 
associated  with  the  decision  to  remain  in  the  Naval  Reserve  in 
this  region;  however,  the  study  in  RF.DCOM  REG  SEVEN  may  be  thought  of 
as  a  pilot  study  which  if  successful  could  he  extended  to  the  entire 
Naval  Reserve.  A  longitudinal  study  over  a  period  of  three  years, 
sampling  the  reservist's  attitudes  at  the  time  he  enlists  in  the 
Naval  Reserve,  six  months  later,  and  then  at  the  end  of  the  second 
and  third  year,  would  show  how  attitudes  change  as  a  result  of  the 
reservist’s  experience.  For  the  present,  however,  this  study  seeks 
to  identify  more  accurately  some  of  those  practices,  which  in  the 
mind  of  the  reservist  in  REDCOM  RF.C  SEVEN  drive  people  out  of  the 
Naval  Reserve.  The  results  should  not  be  generalized  to  the  entire 
country  since  regional  differences  can  and  do  have  a  significant 
affect.  However,  many  of  the  variables  associated  with  retention 
in  this  area  are  no  doubt  associated  with  retention  in  other  regions 
as  demonstrated  by  comparing  the  results  of  a  1974  survey  conducted 
in  California  among  Naval  reservists  there. 
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CHAPTER  I 


THEORETICAL  FRAMEWORK  AND  LITERATURE  REVIEW 


If  we  can  understand  the  consnon  9ocial  and  psychological 
characteristics  of  individuals,  their  perception  of  the  world  about 
them,  and  the  nature  of  the  circumstances  surrounding  their  decision, 
then  we  may  be  able  to  explain  why  we  retain  some  in  the  Naval  Reserve 
and  lose  others.  The  unit  of  analysis  is  the  individual  Naval 
reservist.  Although  it  is  possible  to  compare  groups  such  as  Reserve 
Units  or  Reserve  Centers,  such  an  approach  often  results  in  what  is 
called  an  ecological  fallacy  (Robinson,  1950). 

The  fallacy  lies  in  the  inappropriate  transfer  of  group  charac¬ 
teristics  to  the  individuals  who  make  up  that  group.  Statistics 
based  on  aggregate  data  such  as  Gross  Retention  or  Net  Retention 
Rates  are  useful  managerial  tools,  but  they  do  not  describe  individual 
behavior,  lhe  present  survey  design  avoids  the  pitfalls  associated 
with  group-level  analysis  because  it  is  possible  to  associate  directly 
an  individual's  response  to  one  question  (i.e.  intention  to  stay- 
in  the  Naval  Reserve),  with  his  response  to  various  other  questions 
(i.e.  Job  satisfaction).  We  are  interested  in  the  problem  of  retention 
in  the  entire  Naval  Reserve,  but  in  this  study  the  theoretical 
population  is  comprised  of  the  reservists  in  Readiness  Command 
Region  SEVEN. 

Figure  1.1  outlines  a  Generic  Retention  Mode  1 .  It  is  essentially 
a  frame  of  reference  designed  to  focus  on  those  areas  which  provide 
a  possible  explanation  for  retention.  An  exhaustive  test  of  all  the 
components  of  the  model  Is  beyond  the  scope  of  this  preliminary- 
report.  However,  such  an  analysis  ^ilL  be  conducted  in  the  future. 

This  report  will  be  limited  to  a  bivariate  analysis  showing  the 
relationships  among  selected  variables  and  the  intention  to  reenlist. 
The  model  suggest/ those  observable  characteristics,  attitudes  or 
values  which  are  important.  Within  each  of  these  areas  of  interest, 
several  concepts  may  be  formulated  such  as  age,  sex,  income  or 
education.  It  is  our  conjecture  that  individuals  who  differ  in 
these  properties  will  behave  differently.  If  these  generalizations 
are  supported  by  empirical  Investigation,  then  we  have  an  explanation 
of  that  behavior.  According  to  Fred  N.  Kerlinger,  a  theory  is  simply, 
"a  set  of  interrelated  concepts,  definitions,  and  propositions  that 
presents  a  systematic  view  of  phenomena  by  specifying  relationships 
among  variables,  with  the  purpose  of  explaining  and  predicting  the 
phenomena."  (Kerlinger,  1973,  p.  9).  The  behavior  we  are  interested 
in  here  is  related  to  the  decision  to  continue  participating  in  the 
Naval  Reserve. 

As  seen  in  Figure  1.1,  this  study  focuses  on  several  major 
theoretical  approaches:  Job  Satisfaction,  Equity ,  EApectancy , 
Instrumentality ,  Role ,  Socialization ,  and  Socioeconomic  Theory.  This 
broad-based  systems  approach  provides  an  umbrella  for  various 
investigations.  The  major  dependent  variable  is  re  tent i on  defined 
in  terms  of  the  decision  to  continue  participating  in  the  l>.  S. 
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FIGURE  1.  1  Generic  Retention  Model 


Naval  Reserve.  Although  there  are  many  different  Indicators  of  retention, 
in  this  study  it  is  conceptualized  as  both  psychological  and  behavioral. 
First,  it  is  the  Intention  to  rcenllst  or  extend,  and  second  it  is  the 
act  of  rcenliatlng  or  extending.  One  interesting  aspect  of  this  study  is 
to  see  what  correlation  exists  between  intention  and  actual  behavior.  In 
the  preliminary  reports,  however,  we  will  be  concerned  with  intention, 
since  six  to  twelve  months  will  be  required  to  collect  the  data  on 
actual  losses. 

Models  of  Man* 

In  explaining  retention,  the  direction  one  takes  depends  to  a  rather 
large  degree  on  one's  assumptions  about  the  nature  of  man.  Figure  1.2 
Indicates  that  there  are  many  "models  of  Man."  (Porter,  1975,  p.  32). 
Although  Herbert  Simon  (1977)  thinks  differently,  it  cannot  be  assumed 
that  roan  is  an  organism  little  different  from  a  computer.  The  emotional 
side  to  Man's  life  is  equally  as  important  as  the  rational.  Although 
thoughtful  men  have  always  known  this,  modem  scholars  since  the  time  of 
Freud  have  emphasized  that  men  are  frequently  controlled  by  their  emotions. 
Behaviorista  such  as  B.  F.  Skinner  insist  that  regardless  of  this 
emotional  aspect  of  Man,  tils  behavior  can  best  be  understood  in  stimulus- 
response  terms;  whereas,  phenomenologis ts  insist  that  we  must  somehow  get 
inside  the  head  of  the  peraon  because  that  is  where  the  determinants  of 
hie  behavior  reside.  (Porter,  1975,  p.  33).  Other  scholars  have  concep¬ 
tualized  Man  in  purely  economic  terms.  An  excellent  example  of  one  such 
intellectual  was  Karl  Marx.  Others  of  a  more  humanistic  tradition,  such 
as  McClelland  and  Maslow,  conclude  that  Man  cannot  1"  adequately  described 
solely  in  economic  or  physiological  terms.  Instead,  in  an  almost 
Aristotelian  way,  they  believe  that  man  is  concerned  with  self-actualization. 
(Porter,  1975,  p.  35). 


*The  authors  are  not  Insensitive  nor  unsympathetic  to  the  problems 
of  sexual  lias  in  American  society  generally  in  the  Naval  Reserve 
particularly;  however,  the  short  comings  of  the  English  language  in  not 
providing  more  neutral  words  to  refer  to  both  sexes  cannot  he  resolved 
in  this  paper.  Therefore,  wherever  one  reads  the  word  "man"  or  its 
derivatives;  the  work  is  intended  to  apply  to  hotli  men  and  women  equally. 
It  is  uaed  iicre  as  a  generic  concept. 
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In  this  paper  ve  do  not  coroe  down  firmly  in  support  of  any  one  of 
these  models  of  Man.  At  one  time  or  another  a  man  may  behave  rationally, 
and  at  other  times  he  may  behave  emotional ly.  Thucydides,  the  great 
Creek  historian,  noted  in  his  History  of  the  Peloponnesian  War  that 
decisions  baaed  on  "reason"  are  sound  and  lead  to  actions  which  enhance 
the  individual  or  the  state;  whereas,  decisions  based  on  "passion"  lead 
to  disaster.  Although  in  this  paper  we  agree  with  Herbert  Simon  (1945) 
that  Man  Is  capable  of  making  rational  decisions,  there  is  also  a  strong 
bias  for  those  generalizat  i o;.s  based  on  the  view  that  what  goes  on  in 
one's  head  is  extremely  important  In  understanding  decision  making.  We 
are  interested  in  how  reservists  subjectively  evaluate  their  situation. 

It  Is  assumed  that  men  arc  so  constituted  that  they  seek  to  engage  In 
activities  that  are  not  only  economically  beneficial  but  are  also  concerned 
with  more  idealistic  matters  such  as  public  service.  Yet,  the  major 
assumption  is  that  men  seek  to  maximize  their  own  self  interest,  however 
conceived.  It  is  basically  a  rational  utilitarian  approach  as  presented 
by  Chester  Barnard  (1940). 

If  decisions  are  made  by  rational  minds,  we  can  assume  that  men  try 
to  maximize  their  values  (Downs,  1957)  or  fulfill  their  life  plans  for 
themselves  with  as  little  waste  and  as  much  efficiency  as  their 
knowledge  of  the  situation  permits.  Naturally,  such  a  person  must  be 
able  to  make  a  decision  when  confronted  with  alternatives.  He  must  be 
able  to  rank  the  alternatives  in  a  priority  order  that  is  transitive, 
and  he  must  choose  the  alternative  which  he  feels  is  most  likely  to 
advance  his  interest.  There  may  he  times  when  altruism  takes  precedence 
over  self-interest,  but  however  important  these  particular  decisions 
may  be,  they  are  rare.  Most  people,  most  of  the  time,  will  attempt 
to  engage  in  rational,  comprehensive  decision-making  concerning 
activities  which  are  thought  to  be  beneficial  to  them  personally  and/or 
to  their  families  (Allison,  1971,  p.  29). 

To  provide  an  explanation  of  the  decision  to  reenlist  or  extend  in 
the  Naval  Reserve,  an  examination  of  the  literature  will  be  helpful. 
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Review  of  Previous  Research 

t 

This  study  presents  an  attempt  to  synthesize  several  major 
theoretical  approaches  to  the  question  of  why  individuals  either 
remain  with  or  leave  organizations.  This  synthesis  Is  accomplished 
via  the  processes  of  general  system  theory  and  systems  analysis  as 
discussed  by  Ea6ton  (1965),  Ackoff  (1960)  and  Bertalanffy  (1950).  As 
Carson  (1966,  p.  63)  puts  it,  this  approach  .  .  emphasize(s)  (the) 
analysis  of  whole  systems  and  the  danger  of  seeking  to  understand 
system  elements  in  isolation  from  research  concerning  their  relation 
to  each  other  system  element  and  the  dynamic  of  the  system  itself." 

Previous  to  1973,  the  vast  bulk  of  research  concerning  job 
attrition  and/or  employee  turnover  rates  (retention)  concentrated  on 
bivariate  analyses  of  specific  problem  areas.  These  areas  included 
such  items  as  pay,  status,  comfort,  satisfaction,  social  background, 
and  reward  equity.  Mobley,  et  al.  (1978)  provides  an  excellent 
review  of  this  literature.  However,  as  Mobley,  et  al.  (p.  50)  points 
out,  the  process  of  attempting  to  explain  retention  in  terms  of  a 
single  contributing  factor  (bivariate  analysis)  was  only  successful 
in  explaining  between  5  percent  -  10  percent  of  the  variance.  In  other 
words,  the  problem  of  retention  remained  90  percent  unexplained. 

More  recent  research  such  as  Porter  and  Steers  (1973)  and  Price 
(1977)  empirically  affirmed  the  intuitively  obvious  understanding 
that  many  factors  contribute  to  an  individual's  decision  to  leave  an 
organization.  The  task  now  becomes  that  of  selecting  and  appropriately 
combining  chose  elements  (sub-systems)  which  in  toto,  define  the 
retention  decision  system. 

As  Carson  states: 

Thus  systems  analysis  may  be  most  useful  at  a  late  stage 
in  research  when  one  may  wish  to  present  one’s  findings  under 
a  comprehensive  theoretical  ’umbrella’  broadly  accepted  by 
American  political  scientists.  In  the  earlier  stages  of 
theory  construction,  however,  the  researcher  may  find  it 
more  fruitful  to  avoid  frameworks  at  this  level  of  generality 
in  favor  of  comparing  and  synthesizing  less  inclusive  but 
far  stronger  theories  in  relation  to  empirical  evidence.  (Gavson,  p.  66) 

We  agree  with  the  caveat  of  avoiding  systems  analysis  at  the  sub¬ 
system  level  (Garson's  "earlier  stages"),  preferring  to  use  systems 
theory  as  a  unifying  construct  giving  overall  coherence  to  the 
research  model.  We  will,  therefore,  initially  analyze  each  major 
portion  of  the  generic  system  model  (Figure#.!)  Independently, 
utilizing  the  central  theme  of  the  sub-system  in  question  as  the 
criterion  by  applying  various  non-parametr ic  statistical  procedures. 
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The  methodology  of  causal  analysis  will  subsequently  be  utilised  to 
establish  the  relative  importance  of  each  factor  within  the  generic 
model  in  accordance  with  general  systems  theory,  A  number  of  other 
analytic  techniques  such  as  factor  analysis,  multiple  regression  and 
discriminant  analysis  will  be  used  in  future  reports. 

Each  major  sub-system  of  the  generic  model  represents  an  established 
theory  of  individual  behavior  in  organizations.  Prior  to  operation¬ 
alizing  the  vurlous  sub-systems,  it  is  necessary  to  discuss  these 
various  theories  in  order  to  arrive  at  an  understanding  of  their  relative 
conceptual  importance  In  out  research.  The  theories  under  consideration 
are : 

1.  Expectancy  Theory 

1!.  Equity  Theory 

3.  Satisfaction  Theory 

4.  Role  Theory 

3.  Socialization  Theory 

In  addition  to  the  above,  a  discussion  of  llcrr.bcrg's  Two  Factor  Theory, 
Manlow's  Need  Hierarchy  Theory  and  other  supporting  research  are  included 
although  they  are  not  specifically  identified  in  the  generic  model. 

This  should  be  done  because  the  ideas  present  in  these  theories  have 
nurtured  and  given  form  to  the  topics  specifically  identified  above. 

Has  low's  H  lota r oh y  ot'  Needs 

Abraham  Has  low  (Maslow,  1943),  in  a  major  innovative  research  effort, 
posited  a  unique  developmental  paradigm  of  human  nature.  This  paradigm 
defined  human  nature  as  be  I  comprised  of  two  theories:  innate  needs 
and  perceptual  or  learned  n. .ds.  A  discussion  of  acquired  needs  is  not 
germane  at  this  point.  However,  research  concerning  innate  needs  is 
central  lo  out  present  effort. 

Maslow  pi  opened  a  hierarchical  taxonomy  ui  needs,  the  progressive 
fulfillment  of  which  defines  an  individual's  motivation  and  total 
developmental  pattern.  This  taxonomy  is  11  lust  rated  in  figure  1.3  and  in 
prepotent,  that  is  to  say,  more  baste  needs  must  be  fulfilled  prior  to 
the  attainment  ot  higher-order  needs. 

The  llrnt  and  most  basic  needs  are  of  a  physiological  nature  such 
hh  food,  water,  sleep,  and  shelter.  "Freedom,  love,  community  feeling, 

respect,  philosophy,  mav  all  be  waved  aside  as  - useless,  since  they 

full  to  till  the  si  outsell"  (Maslow,  1970,  p.  37). 
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Figure  1.3  The  relationships  between  the  motivation-hygiene  theory  and 
Maslov's  hierarchy  of  needs 

Source:  Hershy  &  Blanchard,  Management  of  Organizational  Behavior. 
(Englewood  Cliffs,  N.  J.;  Prentice-Hall,  1977)  p.  67~ 
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Next  in  the  hierarchy  is  safety  which  includes  such  concepts  as 
security,  protection,  law,  and  freedom  from  fear.  Life  experienced 
exclusively  at  this  level  can  be  likened  to  what  philosopher  Thomas 
Hobbs  termed  the  "State  of  Nature."  Here,  the  environment  is  one  of 
total  warfare  and  life  is  "nasty,  hrutiHh  and  short"  (Hobbs,  1 9(>5  ed.) 
Since  freedom  without  order  is  null,  even  oppressive  dictatorship  is 
preferable  to  chaos. 

Third  in  order  of  precedence  Is  the  level  which  includes  the 
need  for  love  and  belonging.  The  individual  is  motivated  by  peer  group 
pressures  and  derives  gratification  from  belonging  to  a  clone-knit 
organization.  In  general,  the  more  strongly  that  deprivation  is 
experienced  at  this  level,  the  more  extreme  the  group  is  likely  to  be. 
The  more  radical  anti-war  groups  of  the  1960's  are  representative 
(Keniston,  1968). 

The.  next  highest  level  of  the  hierarchy  la  that  of  ael f-esteem. 
Maslow  distinguishes  between  two  varieties  of  tills  need  (Maslow,  1970); 
an  individual's  view  of  oneself,  and  the  individual's  perception  of 
how  others  view  him.  At  this  point,  needs  are  concentrated  around 
competence,  independence,  and  mastery  on  the  one  hand  and  fame,  glory, 
recognition,  and  appreciation  on  the  other.  Existence  at  this  level 
ia  defined  in  terms  of  self-identity  and  self-respect.  "The  individual 
attains  self-esteem  by  making  decisions  and  bearing  their  consequences." 
(Van  Dalen  and  Zeigler,  1977,  p.  34). 

Individuals  who  possess  a  high  degree  of  self-esteem  are  motivated 
by  a  desire  for  development  and  growth  which  emerges  fully  in  self- 
actualization.  At  this  level,  one  is  successful  in  developing 
personal  talents  and  skills  to  the  greatest  extent  possible.  A  self- 
actualized  person  is  future-or touted  and  goal-directed;  he  possesses 
a  strong,  resilient  personality,  a  concern  lor  humanity,  and  a 
totally  realiatic  self-concept.  It  is  because  of  this  cadre  of 
en  li,h  tened  individuals  that  democratic  societies  arc  able  to  function 
and  endure. 

Hierarchical  Development  and  Part i cl pat  1  on :  Koli  Ibrrg  and  Converse 
Kohlberg 

Using  an  approach  similar  to  Maslow,  Lawrence  Kohlberg  (1969) 
postulated  a  sequential  theory  of  human  growth  ranging  from  pain 
avoidance  at  the  lowest  level  to  abstract  ethical  principles  at  the 
highest . 

At  stage  one,  the  Individual  is  totally  concerned  with  avoiding 
punishment  by  another  individual  who  has  power  over  him.  This  pain- 
induced  obedience  orientation  has  been  exemplified  by  the  Herman 
concent  rat  i  on  catup  experiences  of  World  War  11  (Wtightsman,  1972). 


The  second  stage  corresponds  to  Maslov' a  second  level  of  safety 
and  security.  At  this  level.  Individuals  attempt  to  maximize  short- 
range  advantages  In  a  totally  materialistic  fashion.  Banfleld  (1956) 
has  termed  this  type  of  existence  "amoral  familism"  wherein  people  do 
not  and  are  not  expected  to  participate  in  any  extended  organisational 
activity. 

Existence  at  the  third  level  is  characterized  by  "conformity 
to  stereotypical  images  of  what  is  majority  or  'natural'  behavior" 
(Kohlberg,  1968,  pg.  26).  As  with  Maslov's  'love  and  belonging' 
stage,  peer  group  pressure  is  the  norm  here.  Moral  judgment  is  reduced 
to  that  of  group  concensus. 

Stage  four  is  an  extension  of  the  parameters  of  stage  three, 
including  conformity  with  the  norms  of  society  as  a  whole.  Individuals 
at  this  level  are  primarily  concerned  with  the  maintenance  of  the  existing 
social  order,  carrying  out  one's  "duty",  respect  for  authority,  and 
conserving  the  status  quo.  Here,  organizational  change  results  in  anxiety 
and  resistance  to  Innovation. 

At  stage  five,  individual  moral  consciousness  is  expanded  from 
automatic  acceptance  of  historical  absolutes  to  a  consideraticn  of 
subjective  values  underlying  societal  mores.  In  Kohlberg 's  words, 

"There  io  an  emphasis  upon  change  in  terms  of  rational  consideration 
of  social  utility  rather  than  freezing  it  (values)  in  terms  of  'law 
and  order'.  (Kohlberg,  1968,  p.  26).  This  is  the  heat  exemplified  by 
the  writers  of  the  Constitution. 

The  criterion  for  stage  six  is  individual  determination  of 
moral  principle.  These  principles  are  abstract  and  are  universal  in 
terms  of  human  dignity  and  Justice.  Human  activity  is  Judged  from  a 
"numenological"  perspective  (Kant,  1945),  and  is  subjected  the  moat 
rigorous  ethical  guidelines.  Existence  at  this  stage  borders  on  the 
metaphysical. 

Converse 

Similar  research  has  been  conducted  by  Philip  Converse  (1964)  , 
dealing  with  levels  of  conceptualization.  Five  such  levels  emerged. 

The  topmost  level  includes  individuals  who  utilize  abstrect  mental 
constructs  as  measuring  devices  over  time.  These  constructs  sre 
organized  along  a  liberal  -  conservative  continuum.  Such  individuals 
are  given  the  term  'ideologue'. 

The  second  level  is  labeled  "near  -  ideologue"  and  is  very  similar 
to  the  first  level.  However,  ideological  yardsticks  are  used  with  less 
consistency . 
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The  third  level  contains  individuals  who  base  decisions  on  group 
preference.  This  is  very  similar  tc  both  Mas  low's  "love  and  belonging" 
stage  and  Kohlherg's  "stereotype"  level  of  normal  growth. 

The  fourth  level  is  characterized  by  individuals  who  are 
generally  aware  of  national  issues,  but  possess  little  concern  for 
particular  policy  issues. 

The  f inal  level  includes  those  individuals  who  conceptualize 
existentially.  It  is  characterized  by  a  high  degree  of  ignorance 
concerning  any  factors  other  than  thoBe  which  relate  to  personal  survival 
and  gratification  of  desires. 

Converse's  t  hidings  are  significant  because  they  are  based  on  a 
national  sample  while  Maslow  and  Kohlberg  were  restricted  in  their 
research  to  much  smaller  populations.  It  is  important  to  note  that 
Converse  empirically  validated  the  essensc  of  Mas  low's  and  Kohlberg’s 
conclusions . 

An  analysis  of  Converse  yields  the  following  information: 

1.  Only  2.51  oi  the  population  can  be  termed  "ideologue." 

2.  The  majority  of  the  population  (42%)  resides  in  the  third 
or  group  preference  level. 

3.  The  two  lowest  levels  contain  more  than  four  times  as  many 
individuals  as  do  the  two  most  sophisticated  levels. 

A  more  recent  national  survey  conducted  by  Nie,  Verba,  and 
Petrocik  (1976)  found  that  while  the  proportion  of  the  population 
which  could  bo  classified  "ideologue"  had  risen  to  6.9%,  there  was 
no  change  lu  the  lowest  two  levels. 


Her z berg's  Two  factor  Theory 

Fredrick  llcrzhetg,  in  a  comprehensive  ui.nlvnin  of  win*  motivation, 
concluded  that  Individuals  possess  twn  categories  of  human  needs  that 
are  basically  independent  oi  each  other  (Uerzberg,  et  al.,  1959). 
Satisfying  factors  such  as  achievement,  recognition,  and  responsibility 
are  labeled  "motivators"  or  "sat  1 sf I ers , "  On  the  other  hand, 
frustrating  1  actors  such  as  company  policies,  working  conditions, 
money,  and  status  are  labeled  "hygienes"  or  'dlssat lsf 1 ers . " 

Motivators  at  fort  individuals  in  an  increasingly  positive  fashion 
commencing  Iron.  a  condition  of  indifference,  and  hygienes  independently 
work  in  an  1  nr  re as  I ng I v  negative  direction  commencing  from  the  same 
indifference  point.  As  i  lus  t  rat  ed  bv  figure  '■  •  4  ,  various  l  actors 
impact  on  an  individual's  motivation  (either  positively  or  negatively) 
separately  in  contrast  to  Mas  low 'a  research  which  posited  it  hierarchical, 
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sequential  ordering.  As  explained  by  Hersey  and  Blanchard  (1977) : 

Hygiene  needs,  when  satisfied,  tend  to  eliminate 
dissatisfaction  and  work  restriction  but  do  little  to 
motivate  an  individual  to  superior  performance  or  increased 
capacity.  Satisfaction  of  the  motivators,  however,  will 
permit  an  individual  to  grow  and  develop  in  a  mature  way, 
often  implementing  an  increase  in  ability.  Herzberg 
encourages  management  to  design  into  the  work  environment 
an  opportunity  to  satisfy  the  motivators,  (p.  69) 

Dissatisfaction  occurs  only  when  the  negative  tendencies  contained 
within  the  hygienes  are  present.  However,  by  removing  them,  indifference 
rather  than  satisfaction  will  result.  The  same  is  true  for  motivators 
and  satisfaction.  Job  satisfaction  is  therefore  interpreted  as  a  two- 
dimensional  construct;  hence,  "Two-Factor  Theory." 

Because  of  the  similarities  between  Herzberg  and  Maslow,  it  is 
sometimes  convenient  to  merge  the  two  theories.  Maslow  identifies  needs 
and  motives,  and  Herzberg  provides  an  insight  into  goals  and  incentives. 
Figure  1.3  illustrates  this  relationship. 

A  number  of  writers  have  criticized  Herzberg  on  both  substantive 
(ffwen,  1964;  Graen,  1969;  Hulin  A  Smith,  1965)  and  methodological 
(Burke,  1966;  Vroom,  1964;  House  &  Wlgdor,  1967)  grounds.  As  stated 
by  Dunnette,  Campbell  &  Hakel  (1967,  p.  387),  "The  two-factor  theory  is 
an  oversimplification  of  the  relationships  between  motivation  and 
satisfaction."  It  has  been  labeled  "ambiguous"  (Llnsav,  et  al. , 

1967)  and  "inconsistent"  (King,  1970).  The  most  significant  criticism, 
however,  is  that  Herzberg  fails  to  recognize  that  individuals  differ  in 
terms  of  their  preferences  for  various  reinforcers  in  lobe  (Weiss,  1969). 
This  is  a  serious  weakness.  It  is  readily  apparent  that  individuals  do 
differ  in  terms  of  aptitudes,  interests,  and  needs.  Since  no  mechanism 
is  built  into  either  Maslow* s  hierarchy  or  Herzberg* s  theory  to 
address  individual  differences ,  it  becomes  necessary  to  investigate 
those  models  of  human  behavior  which  do  specify  the  individual  as  the 
unit  of  analysis.  This  is  not  to  say  that  the  foregoing  is  without 
value;  the  topics  addressed  by  Maslow  and  Herzberg  are  germane  to 
all  behavioral  research  as  general  frameworks  of  reference. 

Expec fancy  Theory 

Expectancy  or  instrumentality  theory  addresses  a  number  of  variables 
which  Impact  motivation  to  work.  It  is  an  attempt  to  explain  those 
factors  which  affect  an  individual's  choice  among  alternative  actions  or 
behavior  patterns.  It  is  based  on  the  assumption  that  individuals 
attempt  to  maximize  positive  outcomes  (utility)  when  faced  with  work 
alternatives.  Of  all  the  theories  discussed  in  this  analysis,  it  is 
perhaps  the  most  promising  theory  of  work  motivation.  However,  it's 
development  thus  far  in  the  literature  has  led  to  conflict  with  equity 
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considerations  which  will  be  discussed  in  the  next  section.  Briefly, 
utility  maximization  can  result  in  overpayment  inequity  which  possibly 
would  be  dissatisfying.  This  potential  conflict  further  identifies  the 
need  for  a  generalized,  multi-varirte  model  of  decision  making. 

The  first  major  development  of  expectancy  theory  was  accomplished 
by  Vroom  (1964).  He  began  with  the  basic  assumption  that  individuals 
order  their  preferences.  These  preferences  (outcomes)  possess  degrees 
of  attraction  varying  from  negative  (-1)  through  indifference  (0)  to 
positive  (+1).  Vroom  terms  this  attraction  ’’valence".  This  should  be 
anticipated  satisfaction  and  value  is  realized  satisfaction. 

The  second  factor  in  Vroom's  analysis  is  "instrumentality."  In  order 
to  understand  this  term,  it  is  necessary  to  revise  the  concept  of 
"outcome."  Galbraith  and  Cummings  (1967)  suggested  using  "first"  and 
"second"  level  outcomes.  First-level  outcomes  are  basically  organizational 
goals  such  as  efficiency.  Graen  (1969)  further  modified  the  first 
level  to  include  attaining  a  work  role  or  becoming  a  job  holder.  Second- 
level  outcomes  are  individual  goals  such  as  intrinsic  and  extrinsic 
rewards  (pay,  status,  etc.).  Instrumentality,  then,  is  defined  as  the 
likelihood  that  a  first-level  outcome  will  lead  to  a  particular  second- 
level  outcome,  it's  value  ranges  from  -1  indicating  certainty  that  a 
second-level  outcome  will  not  he  attained,  to  +1  which  indicates 
certainty  that  it  will  be  attained.  In  effect,  instrumentality  becomes 
the  correlation  between  the  first-  and  second-level  outcomes. 

According  to  Vroom  (1964),  job  satisfaction  can  be  defined  as  an 
individual’s  perception  of  the  relationship  of  a  work  situation's 
valence  and  instrumentality.  It  is  the  sum  of  all  specific  valence  X 
instrumentality  products  which  define  the  situation. 

The  third  factor  in  Vroom'9  analysis  is  "expectancy"  which  is 
defined  in  probabilistic  terms.  It  is  the  subjective,  perceived 
probability  that  an  action  will  lead  to  a  specific  first-level  outcome. 

It's  value  ranges  from  0  to  +1. 

The  fourth  factor  is  "force"  which  is  a  measure  of  an  individual's 
motivation  to  attempt  a  work  task.  It  is  the  sum  of  all  specific 
valence  X  expectancy  products  which  surround  the  task  and  can  be 
considered  to  be  the  amount  of  effort  which  an  individual  will  put  forth 
in  attempting  a  task. 

In  Vroom's  terms,  an  individual  will  evaluate  his  participation  in 
an  organization  by  making  a  series  of  judgments:  (1)  What  rewards  can 
the  organization  provide?  (2)  How  valuable  are  these  rewards?  (3)  Vliat 
degree  of  certainty  is  there  between  organizational  par ticipation  and 
receiving  rewards?  (4)  How  much  effort  will  be  required?  (5)  What  is 
the  probability  that  individual  participation  will  "make  a  difference" 
in  furthering  the  organization's  goals? 


Lawler  and  Porter  (1967a,  1967b)  significantly  advanced  expcctanry 
theory  by  enlarging  upon  Vroom's  work  and  modifying  it  to  more 
expllcity  address  motivation  and  performance.  They  combined  the  concepts 
of  expectancy  and  instrumentality  (eliminating  first-  and  second-level 
outcomes)  to  form  a  variable  termed  "effort-rewards  probability."  This 
is  defined  as  the  subjective  expectancy  that  certain  amounts  of  effort 
will  yield  certain  desired  rewards.  Thus,  as  reward  value  increases 
and  as  the  relationship  between  effort  and  reward  strengthens,  the 
greater  will  be  the  effort  expended  in  a  given  w’ork  situation. 

Also  included  in  this  model  are  the  variables  of  ability  and 
role  perception  which  intervene  between  effort  and  performance.  Ability 
is  a  measure  of  an  individual's  basic  suitability  for  the  task  and  is  a 
fundamental  characteristic  of  the  individual.  Role  perception  is  a 
subjective  self-evaluation  by  an  individual  relating  to  the  types  of 
activity  which  the  individual  determines  to  be  appropriate  and 
necessary  to  accomplish  the  task. 

Lawler  and  Porter  (1967b)  also  introduce  a  differentiation  between 
"extrinsic"  and  "intrinsic"  rewards.  Extrinsic  rewards  are  tangible 
items  such  as  pay  and  promotion,  and  intrinsic  rewards  are  intangible 
items  such  as  feelings  of  accomplishment  and  self-esteem.  They  found 
that  performance  is  more  directly  related  to  intangible  rewards  and 
that  satisfaction  is  dependent  upon  receiving  a  fair  distribution  of 
these  rewards. 

The  significant  difference  between  Vroom’s  model  and  Lawler  and 
Porter  lies  in  the  manner  in  which  satisfaction  is  treated.  For 
Vroom,  satisfaction  is  a  future  event;  it  is  concerned  with  expected 
fulfillment.  For  Lawler  and  Porter,  satisfaction  is  dependent  on  past 
events  (Porter  and  Lawler,  1968)  and  the  subjective  fairness  of  the 
reward  distributions  resulting  from  them.  This  is  important  to  the 
present  study.  The  proposed  general  model  allows  for  the  interplay  of 
both  past  and  future  events. 


As  discussed  by  Tuttle  and  Hazel  (1974,  p.  11),  "the  basic 
assumption  of  equity  theory  is  that  individuals  have  an  expectation 
of  a  'fair'  or  'equitable'  rewards  level  which  they  should  receive 
from  a  social  exchange.  To  the  extent  that  this  equitable  level  is 
not  met  by  the  actual  rewards,  feelings  of  inequity  are  generated." 
Inequity  is  assumed  to  be  unpleasant,  it  is  also  assumed  that  attempts 
are  made  by  individuals  to  reduce  it.  Although  several  approaches  to 
this  topic  have  been  made  (Adams,  1963;  Homans,  1961),  we  will  follow 
Tuttle  and  Hazel  (1974)  in  using  Adams  (1963)  for  the  present 
discussion. 

According  to  Adams,  social  (work)  exchanges  are  composed  of 
inputs  and  outcomes,  Inputs  are  those  attributes  such  as  ability  and 
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motivation  which  are  brought  to  the  exchange,  and  outcomes  are  the 
individual's  return  on  the  exchange.  These  outcomes  can  be  positive 
(pay,  status)  or  negative  (monotony,  injury)  and  they  must  have 
marginal  utility  to  the  individual.  They  must  also  be  perceived  by  the 
individual  as  outcomes. 

Inequity  is  a  relative  phenomenon.  It  exists  in  relation  to 
the  social  comparison  of  the  inputs  and  outcomes  of  other  individuals. 
From  this  comparison,  the  individual  develops  subjective  expectations 
of  fairness  in  the  exchange  process.  It  is  also  a  composite  measure 
in  that  there  are  many  basic  exchanges  in  any  complex  decision  to 
join  or  remain  with  an  organization.  In  general  terms,  the  value  of 
all  inputs  must  be  perceived  to  equal  the  value  of  all  outcomes  in 
order  for  a  state  of  equity  to  exist. 

Since  Inequity  is  assumed  to  be  unpleasant,  Adams  (19b5)  descrJbes 
six  possible  methods  available  to  individuals  in  their  attempts  to 
reduce  it.  (1)  He  may  raise  or  lower  his  inputs,  (2)  He  may  attempt  to 
change  his  outcomes  (union  activity),  (3)  He  may  cognitively  distort 
the  value  of  inputs  and  outcomes  as  discussed  by  Festinger  (1957), 

(4)  He  may  quit,  (5)  He  may  sabotage  the  people  with  whom  he  is 
being  compared,  or  (6)  He  may  change  the  object  of  comparison. 

It  is  interesting  to  note  that  inequity  can  result  from  both 
overpayment  and  underpayment.  Also,  Fritehard  (1969)  suggested  that 
an  individual  can  serve  as  his  own  object  of  comparison.  Feelings 
of  low  self-esteem  and  psychological  alienation  can  arise  from  a 
perceived  inability  to  live  up  to  one'9  internal  standards.  Similarly, 
feelings  of  anomie  can  be  triggered  by  a  sense  of  being  "different"  or 
"better"  than  one's  associates  because  of  being  overcompensated. 


Satisfaction  Theory 


Many  studies  of  job  satisfaction  have  indicated  a  strong  negative 
relationship  between  overall  satisfaction  and  retention.  These 
studies  include  Mangione  (1973),  Mar»h  and  Mannari  (1177),  and  Mobley, 
et  al.  (1978).  A  significant  exception  to  these  findings  is  Koch  5. 
Steers  (1978)  who  found  that  the  relationship  was  statistically 
insignificant.  Of  particular  interest  in  the  military  setting  is  a 
study  by  Graen  &  Ginsburgh  (1977)  in  which  satisfaction  with  leadership 
was  strongly  correlated  with  retention.  The  satisfaction  dimension 
was  identified  as  the  quality  of  leader-member  exchanges. 


Our  research  follows  the  lead  of  Smith,  et  al.  (1969)  who  address 
job  satisfaction  in  terms  of  multiple  satisfactions  related  to  "feelings 
or  affective  responses  to  facets  of  the  situatfon"  (Smith  et  al., 

1969,  p.  6).  As  quoted  in  Tuttle  &  Hazel  (1974),  Smith  et  al.  describe 
satisfaction  as  follows: 
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We  hypothesize  that  these  feelings  are  associated  with 
a  perceived  difference  between  what  is  expected  as  a 
fair  and  reasonable  return  (or,  when  the  evaluation  of 
future  prospects  is  involved,  what  is  aspired  to)  and 
what  is  experienced,  in  relation  to  the  alternatives 
available  in  a  given  situation.  Their  relation  to  behavior 
depends  upon  the  way  in  which  the  individual  expects  that 
fora  of  behavior  to  help  him  achieve  the  goals  he  has 
accepted  (Smith  et  al.,  1969,  p.  6). 

We  focus  on  satisfaction  in  a  similar  manner  to  that  addressed 
by  Smith  et  al.  and  Tuttle  &  Hazel.  This  strategy  is  summarized  as 
follows : 

1.  An  adequate  model  of  satisfaction  must  take  into  account 
interactive  effects  among  variables. 

2.  Relationships  between  satisfaction  and  overt  behavior  vary 
from  situation  to  situation. 

3.  Relationships  between  satisfaction  and  behavior  cannot  be 
reasonably  expected  unless  the  behavior  can  be  considered  to 
be  an  appropriate  means  of  expressing  satisfaction  and 
dissatis faction. 

4.  The  manner  in  which  questions  are  asked  affects  the  time 
perspective  of  the  respondent,  and  therefore  affects  the 
alternatives  he  considers. 

5.  "Satisfaction  Is  a  product  of  other  variables,  and  it  may 
or  may  not  serve  as  a  cause  in  itself  (Smith  et  al. ,  1969, 

p.  162)." 

6.  There  may  be  a  relationship  between  satisfaction  and  behavior 
since  the  same  variables  producing  the  satisfaction  might  also 
produce  the  behavior,  or  changes  in  behavior  may  act  to  change 
the  situation  and,  therefore,  satisfaction. 

7.  The  relationship  between  satisfaction  and  performance  will 
vary  depending  on  the  aspect  of  the  Job  being  studied. 

8.  The  importance  of  each  aspect  of  the  job  situation  influences 
the  individual's  feeling  of  satisfaction.  Importance  is 
considered  to  be  a  function  of  the  discrepancy  between  the 
existing  situation  and  the  alternatives  available. 

9.  Legitimacy,  the  group  norms  defining  the  legitimate  require¬ 
ments  for  a  Job  for  a  specified  group,  influence  the  acceptance 
of  a  task  and  the  attitude  toward  it. 
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"lL  is,  therefore,  the  interrelationships  of  objective  factors 
of  the  Job,  of  individual  capacities  and  experience,  of 
alternatives  avail  able  in  the  company  and  the  community,  and 
of  the  values  of  the  individual,  that  cun  be  expected  to 
predict  satisfaction  and  performance  (Smith  et  al.,  1969, 

P.  165)." 


Role  Theory 


Role  refers  to  the  set  of  behavior  patterns  ascribed  bv  society 
to  Individuals  occupying  positions.  A  role  is  the  expected  behavior 
associated  a  normative  cultural  pattern.  According  to  Newcomb  (193.!), 
Parsons  (1951),  and  l.iebermun  (  1977),  a  fundamental  postulate  of  roll' 
theory  Is  that  an  individual's  attitudes  are  influenced  by  the  role 
which  that  person  occupies  in  a  social  system.  However,  this  must  he 
viewed  mul l l-dltnens tonal  1 y  due  to  the  lact  that  individuals  play 
several  roles  concurrently  because  of  the  complex  nature  of  modern 
society.  Each  role  has  certain  rights  and  duties  associated  with  il.e 
particular  position  held,  and  at  times  these  roles  may  conflict. 


Louis  A.  Zureher,  Jr.  (1965,  1968,  1977)  has  dl ft erenl i atoil  the 
variom  roles  which  individuals  assume  in  terms  of  "dominant"  role 
and  "ephemerul"  role.  Ho  further  disaggregates  the  dominant  role 
into  two  categories:  operating  dominant,  roles  which  are.  those  roles 
currently  being  enucted,  and  model  dominant  rolos  which  are  either 
previously  abandoned  roles  or  ideal,  potential  roles.  He  discusses 
ephemeral  roles  as  "temporary  or  ancillary  position-related  behavior 
putterns  chosen  by  the  enactor  to  satisfy  individual  needs  incompletely 
satisfied  by  the  more  dominant  roles."  (Zurchcr,  1977,  p.  753). 


In  the  present  study,  one's  position  with  the  Naval  Reserve  is 
defined  as  an  ephermeral  role.  Following  Zureher  (1977),  Lite  purpose 
of  this  is  to  examine  the  impact  of  conflict  between  dominant  (civilian) 
roles  and  the  Naval  Reserve  (ephemeral)  role.  It  is  posited  that 
civilian  (dominant)  role  satisfaction  is  correlated  with  Naval  Reserve 
(ephemeral)  role  satisfaction  and  that  this  relationship  Is  a  predictor 
of  retention. 


Lleberman  (1977)  discussed  the  distinction  between 
the  effects  of  roles  on  people's  attitudes  and  the  rtlcet  el  roles  on 
their  actions.  This  is  important  to  the  present  study  because  we 
are  addressing  the  relationship  between  the  Intention  to  reenlist 
(attitude)  and  the  fact  of  reenllstment  (action).  Since  actions  are 
overt  and  directly  observable,  a  person  who  falls  to  behave  in  ways 
appropriate  to  Ills  role  can  be  identified  and  eminse  1  eel . 

Attitudes,  however,  ate  not  overt.  Although  a  person  may  behave 
in  mieli  a  way  as  to  reveal  Ills  altitudes,  more  often  his  behavior  is 
a  protection  against  such  revolutions.  If  we  assume  a  need  for  people 


to  have  attitudes  that  are  lnternully  consistent  with  their  actions, 
a  change  in  attitude  will  enable  a  role  occupant  to  make  a  rational 
change  in  his  actions.  However,  actions  are  antecedant  to  attitudes 
and  must  therefore  be  addressed  via  attltudlnnl  modifications. 

Llebertnan  (1977)  found  that  attitudes  are  Influenced  by  roles. 
Therefore,  the  intention  to  reenllst  (attitude)  must  be  addressed 
not  only  in  terns  of  ephemeral  role  satisfaction,  but  additionally 
from  an  understanding  of  the  vole  position  of  the  individual  in  the 
Naval  Reserve.  Consistent  changes  in  attitudes  have  been  found  when 
role  positions  are  modified  so  as  to  provide  such  items  as  increased 
leadership  capability  and  increased  work,  rospons thl  1 1  tv  (I.leberrasn, 

1977,  p.  171;  Stouffer,  et  si.,  1949). 

As  the  generic  model  (Figure  1.1)  Illustrates,  a  synthesis  of 
those  rule  factors  provides  apersonnllty  base  line  from  which  expectancy 
cut  be  addressed. 

Retention  In  the  Act  1 ve-Duty  Navy 

Before  examining  attrition  In  the  Reserves,  it  would  be  beneficial 
to  review  some  of  the  reported  difficulties  in  retaining  personnel 
in  the  active-duty  Navy.  Host  articles  on  retention  are  descriptive 
essays  relying  on  the  Insights  of  individuals  to  penetrate  beneath 
the.  surface,  to  evaluate  the  situation,  and  to  recommend  solutions. 
Recent  articles  in  the  U.  S.  Naval  Institute  Proceedings  cover  the 
water  front  including  discussions  o(  the  surface  Navy,  aviation 
activities,  and  submarine  forces.  The  titles  of  some  ol  these  essays 
give  one  an  Impression  of  tlveir  concerns--  for  example,  "The  Frost  ration 
Factor,";  "The  F.ffect  of  Sea  Pay  on  Retention,";  "The  Quiet  Crisis  In 
The  Silent  Service,"  and  "A  Solution  to  Retention:  The  Open-F.uded 
Enlistment . " 

These  articles  merit  close  attention  for  two  reasons.  One,  they 
reflect  the  ideas  and  attitudes  of  articulate  niul  thoughtful  Navy  men 
who  are  willing  to  share  their  insights  Into  the  problem  of  retention; 
and  two,  these  essays  selected  by  the  editors  of  the  U .  S .  Naval 
institute  Proceedings  at'e  an  indication  of  what  the  Navy  considers 
serious  problem  areas  In  minuting.  More  importantly,  these  articles 
demonstrate  u  willingness  to  confront  the  retention  problems  directly 
ever,  if  this  subjective  approach  provides  little  empirical  information 
upon  which  to  base  a  retention  policy. 

IT. 1C.  F.  I!.  Dangler,  In  discussing  retention  in  the  surlacc  Navy 
sayH,  "Every  separation  is  a  silent  rejection  of  a  system  that  seems 
not  to  hear  too  wel 1  the  quest  tons  nor  consider  too  long  the  answer." 
(DeugU'i  ,  1971,  p.  14) .  "Well-educated  young  men,  rented  In  a  culture 
that  encourages  vocal  advocacy  of  Individual  rights,  are  Impatient  and 
mystified  by  an  organization  that  tolerates  poorly  equipped  ships. 


senseless  drills  on  tank  that  the  ships  clearly  aren't  capable  of 
fulfilling,  inadequate  technical  training  and  lack  of  knowledge  of  the 
enemies'  capabilities  by  the  men  who  man  these  ships."  (Dengler,  1971, 
p.  36).  "They  leave  because  they  do  not  know  whether  they  are  a 
vibrant  part  of  our  defense  force  or  run-of-the-mill  officers  manning 
an  antiquated  patrole  force  of  militarily  Inconsequential  ships." 
(Dengler,  1971). 

"Obviously  the  Navy  is  not  providing  the  sort  of  environment  in 
which  today's  young  man  wants  to  pursue  as  a  career."  (Harris,  1971, 
p.  30).  LT  Malcolm  S.  Harris  says  the  military  seems  to  be  far  from 
t.he  main  stream  of  American  life.  Young  people  who  have  only  recently 
come  from  colleges  and  universities  where  they  were  encouraged  to 
question,  to  analyze,  to  remain  open  and  to  be  creative,  find  themselves 
in  a  cloistered,  insular,  isolated  world  where  like-minded  people 
almost  uniformly  identify  their  conservative  political  opinions  with 
patriotism.  "The  young  officer  sees  a  career  pitch  which  emphasizes 
retirement  plans,  fringe  benefits,  and  oiher  aspects  ol  a  womb-like 
security  rather  than  a  well-reasoned  delineation  of  the  Navy's  oppor¬ 
tunities  and  future  relevance."  (Harris,  1971,  p.  31).  What  the  Navy 
should  emphasize,  according  to  LT  Harris,  Is  the  challenge  of  command 
at  sea,  the  fantastic  responsibilities  of  being  on  OOD  underway,  the 
chance  to  serve  one's  country,  and  the  excitement  of  foreign  travel. 

The  older  people  who  are  concerned  with  pay  and  benefits,  make  an  appeal 
based  on  their  status  In  life,  forgetting  that  the  young  "guys"  are 
somewhere  else.  Instead  of  the  dreary  benefit  pitch,  what  we  need  is 
a  new  professionalism  rooted  In  public  service  and  individual 
achievement.  (Harris,  1971,  p.  31). 

In  an  article  on  retention  of  Naval  aviators,  CAPT  James  E. 
Williams,  points  out  that  a  1966  Pilot  Retention  Study  showed  tbul 
"deprivation  of  family  life"  was  the  number  one  reason  why  most  airmen 
left  the  Navy  during  the  previous  five  years;  and  a  second  survey  of 
pilots  still  on  active  duty  indicated  that  the  factor  which  would  most 
influence  them  to  remain  in  uniform  would  be  "more  time  at  home." 
(Williams,  1972,  p.  50).  It  lias  long  been  the  conviction  of  CAPT  Robert 
W.  Dickieson  that  "The  retention  rate  of  Navy  men  would  go  up  signifi¬ 
cantly,  if  we  paid  more  attention  to  the  manner  in  which  the  families 
of  our  sailors  are  treated."  (Dlckieson,  t>9,  p.  140).  Yet  the  Navy 
In  trying  to  soften  the  legitimate  difficulties  of  the  "brown-baggers" 
raises  questions  of  discrimination  against  the  young  single  sailors. 

Most  of  the  "benefits"  that  are  important  to  the  older  men  and  his 
family  are  unimportant  to  young  single  people.  The  Commissary  is 
uaeless,  t  he  Exchange  offers  little,  and  given  the  rigorous  physical 
requirements  to  get  into  the  Navy,  the  Medical/Dental  services  are  seen 
as  another  example  of  someone  elite's  benefits  -  mostly  dependents. 
(Harris,  1971,  p.  26). 


There  seems  to  be  wide  agreement  that  pay  alone  is  not  the  answer 
to  the  Navy's  retention  problem.  Despite  raising  pay  rates,  retention 
is  declining.  (Harris,  1971,  p.  26).  However,  CDR  O.  H.  CresB,  points 
out  that  it  is  imperative  that  the  Navy  provide  lust  compensation  for 
work  done.  The  retention  problems  of  the  Army  and  Air  Force,  for 
example,  cannot  be  justly  equated  with  those  of  the  Navy.  Special 
rewards  are  needed  for  going  to  sea.  (Gress,  1973,  p.  117,  118). 

Joan  Roger  Fredland  wonders,  "How  to  keep  the  junior  officers  and 
enlisted  men  in  uniform  now  that  they  have  seen  the  great  society." 

(p.  44).  In  a  basically  hedonistic  culture,  with  built  in  full  employment 
he  feels  that  pay  equivalence  1b  not  enough  to  overcome  the  tedium  of 
barracks  (shipboard  life),  physical  discomfort  and  grubbiness, 
protracted  separations  from  family,  unexpected  changes  of  orders  that 
disrupt  family  life,  frequent  unsatisfactory  housing  and  often  being 
viewed  by  the  civilian  population  as  second-class  citiren.  The 
critical  variable  is  to  build  pride  in  uniform  and  internal  esprit  de  corps 
but  it  ia  also  necessary  to  improve  the  material  well  being  of  the 
average  sailor  by  providing  private  rooms,  good  cafeterias,  a  32-hour 
work  week,  liberal  leave  and  liberty  policies,  military  sabbaticals  and 
leaves  of  absence  for  as  long  as  three  or  four  years.  (Fredland,  1970, 
p.  44-47). 

Not  everyone  is  convinced  that  these  benefits  are  necessary  to 
maintain  high  retention.  CDR  F.  B.  Shemanski  provides  a  chronicle  of 
the  trials  and  tribulations  of  building  a  team  that  was  able  to  endure 
a  long  eleventh-month  deployment  off  the  coast  of  Vietnam.  In  spite  of 
bad  weather,  poor  equipment  and  other  adversities,  he  was  able  to  develop 
a  capable  closely-knit  crew.  After  the  ship  finally  returned  to  California 
the  team  was  decimated  by  what  he  considered  to  be  callous  enlisted 
detailors  who  reassigned  the  men  to  other  ships  which  were  soon  to  go  on 
other  long  deployments.  The  result  was  that  his  retention  rate  dropped 
from  a  high  of  85  percent  to  a  low  of  20  percent.  The  men  who  were  not 
transferred  wanted  to  get  out  because  they  said  they  were  afraid  that  what 
happened  to  their  former  shipmates  would  soon  happen  to  them.  (Shemanski , 
1971,  p.  29). 

According  to  CDR  Shemanski: 

"No  amount  of  money,  no  increase  in  pay,  no  mushrooming  of 
four  bedroom,  two  bath,  modem  housing  units;  no  plethora 
of  gleaming  commissaries  and  free  parental  care  will  compensate 
for  the  frustration  factor  when  It  insidiously  infiltrates 
itself  into  the  soul  of  a  man  or  a  ship.  If  we  don't  stop 
outraging  our  young  men  (by  senseless  assignments,  broken 
career  patters,  long  tours  at  sen  in  the  same  job  and  a  constant 
shattering  of  personnel  system)  ss  a  routine  mutter  of  course, 
regardless  of  the  financial  structures  that  lead  us  to  these 
regrettable  actions,  we  will  have  nothing  but  admirals,  captains 
and  boot  seamen  draftees  to  run  the  superb  new  ships  .  .  . 
competent  as  the  aging  captains  may  be,  they  won't  make  it  out 
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of  the  harbor  entrance,  much  less  he  able  to  face  an  implacable 
enemy  with  any  efficiency  or  expertise  In  the  practice  of  war. 

Except  for  the  Nuclear  deterrent  .  .  .  the  rest  of  our  fleet 
Is  as  unready  as  a  paper  fleet  manned  by  statistics  and  as 
vulnerable  as  a  congeries  of  soap  bubbles,  mostly  for  the  lack 
of  experienced  men,  and  mostly  because  of  the  frustration 
factor."  (Shemanski,  1970,  p.  32). 

There  seems  to  be  general  agreement  that  what  the  Navy  needs  is 
"leadership  -  men  who  arc  not  afraid  to  stick  out  their  necks  and 
stake  their  careers  on  needed  reforms."  (Thamm,  1971,  p.  31).  What  Is 
missing  is  "the  lack  of  individuals  to  assume  total  rcaponalbl Illy  for 
those  serving  under  them/1  What  we  have  today  are  "poll  tldans-in- 
uniform"  who  have  been  advanced  because  they  recognire  that  It  is  more 
important  to  be  "diplomatic,"  "acceptable,"  and  "dependable"  than 
"effective."  They  have  forgotten  the  virtues  of  "self-sacrifice," 
"humility,"  and  "commitment."  Is  it  any  wonder  tlmt  historically  the 
leaders  in  war  have  come  to  prominnnee  ns  a  result  of  deep  selections. 
(McIntosh,  1971,  p,  59-63). 

In  concluding  his  almost  Ntetzehon-ltke  call  for  strong  leadership, 
CAPT  McIntosh  offers  a  creed  for  Naval  Officers; 

1.  I  Shall  weigh  my  every  action  against  its  ultimate  el  loots  on 
each  man  and  officer  in  my  command. 

2.  1  shall  not  hesitate  to  risk  or  sacrifice  my  personal  welfare 
in  order  to  gain  the  well-being  of  those  entrusted  to  me  to 
lead. 

3.  1  shall  lead  ray  Immediate  subordinates,  not  command  them 
lmpersonnaly ,  and  1  shall  demand  that  those  subordinates  in 
turn  lead  their  own  subordinates. 

4.  I  shall  never  forgot  that  1  owe  to  each  subordinate  an  amount 
greater  than  that  individual  owes  to  me. 

5.  1  shall  hear  individual  responsibility  lor  each  person  under  mo 

6.  1  shall  realize  that  no  one  must  believe  mv  words  but  that  all 
will  believe  mv  actions.  (McIntosh,  1971,  p.  <>3) . 

CPR  Arthur  M.  Osborne  also  reasons  that  the  most  important  element 
in  the  retention  effort  is  tlu*  personality  ol  the  Command t ng  01  licet  and 
his  ability  to  inspire  patriotism,  provide  a  challenge,  develop  a  feeling 
of  responsibility,  and  make  serving  on  his  ship  an  enjoyable  experience 
for  his  Junior  ol fleets.  The  commanding  oil leer  must  guard  against  making 
life  dreary,  overburdened  with  paper  work,  watches.  Journals  and  a  tempo 
of  operations  that  has  no  end  in  sight.  fOnbotn,  1972,  p .  121). 
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Yet  it  must  be  admitted  says  RADM  Bruce  Keener,  III,  that  when  a 
young  person  Joins  the  Navy,  he  may  never  have  been  away  from  home  before 
and  may  not  respond  to  strong  leadership.  In  our  permissive  society,  he 
may  have  been  catered  to  and  coddled  by  overly  indulgent  parents  and 
teachers.  The  Navy  can  be  a  rude  awakening  for  such  a  person  ami  a  illifl.Mi 
retention  problem  for  a  Commanding  Officer.  RADM  Keener  offers  an 
interesting  case  study  of  his  experience  with  a  young  20-year-old  sailor 
who  continually  got  into  trouble  and  who  was  eventually  discharged  for 
administrative  unsuitability.  After  a  series  of  Captain's  Masts,  numerous 
letters  to  his  parents,  and  other  efforts  to  cajole  and  correct  this 
young  seaman,  one  cannot  help  but  come  to  the  conclusion  that  even 
painstaking  care  by  an  understanding  Commanding  Officer  is  not  always 
enough  to  overcome  the  problems  of  growing  up.  In  a  kind  of  fatalistic 
recognition  of  the  intractibility  of  the  problem,  the  Captain  of  the 
USS  Seattle  (A0E3)  wrote  the  following  letter  to  the  parents  of  this 
young  man: 

"I  am  not  saying  that  life  in  the  Navy  is  easy.  It  damned 
well  isn't  and  only  men  can  survive  it.  Neither  am  1  saying 
that  it  Is  or  should  be  popular.  It  never  will  be,  and 
certainly  not  now.  However,  it  is  very  necessary  that  our 
country  have  a  Navy,  and  if  it  is  not  manned  by  your  son  and 
people  like  him,  then  who?" 

In  addition  to  managerial,  training,  and  leadership  difficulties 
so  poignantly  discussed  in  the  articles  of  the  P.  S.  Naval  Institute 
Proceedings ,  a  number  of  other  kinds  of  problems  have  increased  the 
retention  problem.  For  example,  there  has  been  a  general  decline  in 
the  number  of  people  in  the  primary  recruiting  age  group,  a  reduction 
of  the  manpower  pool  after  the  Vietnam  War,  and  the  development  of  an 
all-volunteer  military  force.  The  potential  impact  of  these  changes 
have  been  discussed  extensively  in  other  forums,  but  they  have  not  been 
clearly  understood  nor  have  the  problems  raised  been  resolved. 
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CHAPTER  II 


BACKGROUND  AND  METHODOLOGY 


Background  RE DCOM  REG  SEVEN  RETENTION  STUDY 


The  present  research  project  has  a  considerable  history  pertinent  to 
understanding  the  concepts  suggested  as  explanation!*  of  retention  and  i ho 
development  of  the  questionnaire  used  to  measure  these  concepts.  The 
design  and  content  of  the  project  is  baaed  on  a  review  of  the  Loss  and 
Gain  Reports  submitted  each  month  by  Commanding  Officers  of  the  respective 
units,  responses  from  letters  written  to  all  personnel  who  were  involun¬ 
tarily  terminated,  a  series  of  in-depth  interviews  conducted  by  the 
retention  officer  of  REDCOM  REG  SEVEN  in  three  Reserve  Centers,  and  from 
the  literature  in  the  social  sciences.  These  preliminary  investigations 
formed  the  basis  of  the  current  more  comprehensive  1979  survey  research 
project.  The  1979  Retention  Study  la  an  effort  to  determine  if  these 
findings  are  representative  of  attitudes  in  the  Readiness  Command 
generally,  and  to  develop  a  profile  of  those  lost  prior  to  EOS. 

Gain  and  Loss  Reports 

An  analysis  of  the  Gain  and  Loss  Reports  as  shown  in  Table  2.1 
indicates  that  the  largest  percentages  of  losses  result  from  poor  atten¬ 
dance,  work  conflict,  and  personal  conflicts.  Forty-six  percent  of  the 
loses  resulted  from  poor  attendance,  29  percent  from  some  type  of  work 
conflict  and  11  percent  from  a  personal  conflict.  The  remaining  reasons 
trailed  off  into  figures  of  less  than  5  percentage  points.  The  reasons 
for  FY  79  loeaea  parallel  those  in  FY  78  with  attendance  representing  42 
percent,  work  conflicts  34  percent,  and  personal  conflicts  6  percent  of 
the  reported  losses.  Theae  figures  are  reported  as  of  7  May  1979.  The 
only  noticeable  difference  here  seems  to  be  an  increase  in  work  conflict 
as  an  explanation  for  attrition.  In  FY  78  work  related  problems  were 
given  as  a  reason  In  29  percent  of  the  cases,  whereas  in  FY  79  this 
figure  had  increased  to  34  percent. 

Responses  from  reservists  involuntarily  terminated 

On  12  January  1978  Region  SEVEN'S  Retention  Team  ccmmenced  a  nine- 
month  program  in  which  letters  were  sent  to  reservists  who  were  terminated 
from  active  drilling  status  for  unsatisfactory  performance.  They  were 
asked  to  explain  the  circumstancea  surrounding  their  termination  and  to 
express  their  feelings  about  the  Navy.  About  47  replies  were  received 
representing  30  percent  of  the  letters  sent  out.  A  personal  letter  has 
been  sent  to  each  of  theae  men  thanking  then  for  taking  the  time  to  give 
us  a  better  understanding  of  our  retention  problem.  Also,  an  effort  wan 
made  to  deal  with  the  specific  items  raised  by  their  individual  comments. 

All  but  one  of  these  individuals  were  controllable  losses  and  all 
have  severed  their  tie  with  the  military.  Many  of  them,  however,  would 
like  to  return  to  the  Naval  Reserve  if  given  an  opportunity.  Almost  all 
of  the  respondents  expressed  appreciation  for  having  a  chance  to  give  their 
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TABLE  2.1  REASONS  FOR  TERMINATIONS  FY  78 


Reason 


Percentage 


Attendance  46X 

Work  Conflict  29 

Personal  Conflict  11 

Moved  4 

School  Conflict  3 

Family  2 

Active  Duty  2 

Transferred  Non-Pay  2 

Medical  Disability  1 


Total  -  100X 
N  -  292 


Source:  Loss  and  Gain  Reports  mailed  by  NRC  und  Unit  Commanding  Ot fleers 
FY  '78.  REDCOMREG SEVEN. 
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opinion!  mid  nest  of  the*  claimed  to  be  proud  of  having  been  in  the  Navy. 
Although  thla  is  encouraging,  it  also  weans  that  the  criticisms  made  of  the 
program  are  from  that  30  percent  who  hove  the  moot  positive  attitude 
toward  thr  Navy.  We  haven't  heard  from  the  70  percent  who  arc  most 
diagrunt led.  Therefore,  the  attitude*  ««xp  reused  cannot  he  Interpreted  na 
reflecting  the  general  attitude  of  all  reservists  or  even  those  who  have 
bean  Involuntarily  terminated  In  some  ways,  however,  what  they  have  to 
say  lb  Important  because  they  are  from  reservists  who  would  like  to  have 
stayed  in  the  program  but  were  "forced"  out. 

Of  the  total  number  of  reaponaes,  42  percent  indicated  job  conflict 
as  the  single  most  Important  reason  for  the  termination  of  their  drill 
status.  The  second  major  reason  given  was  boredom.  From  their  Individual 
narrative  replies,  we  begin  to  get  an  insight  into  some  underlying  reasons 
for  terminations  which  are  associated  with  poor  drill  attendance.  Some 
excerpts  from  the  replies  to  the  Retention  Officers  letters  is  illustrative 
of  the  kinds  of  problems  noted. 

"I  had  written  my  commanding  officer  .  .  .  that  I  would  not 
be  drilling  .  .  .  because  of  a  job  conflict  before  I  ever 
missed  a  drill.  The  only  reply  I  received  were  missed  drill 
notices. 

I  was  very  dissatisfied  because  of  the  disrespect  for  the 
reserves  .  .  .I'm  not  going  to  drive  400  miles  (round  trip)  for 
experiences  such  as  this. 

The  Program  I  waa  in  was  excellent  but  the  OIC  was  slack  .  .  . 

(On)  one  occasion  he  and  (leading  PO)  left  (us)  to  return  home 
(on  our  own)  after  a  weekend  drill  (WET)  because  the  military 
flight  had  bean  cancelled  .  .  .  some  of  us  didn't  have  enough 
money  to  catch  another  flight.  We  had  to  borrow  money  to  catch 
a  bus  and  were  out  one  day's  work. 

My  thoughts  of  the  Naval  Reserve  were  good  until  X  went  to 
the  meetings.  I  was  bored  to  death. 

I  Joined  the  Naval  Reserve  to  better  myself  and  learn  .  .  . 

I  did  not  join  Just  to  go,  sit  down,  and  clean  up  all  the  time. 

1  would  have  liked  to  stay  in  the  reserves,  but  I  didn't 
care  for  the  lectures  that  didn't  pertain  to  my  rate." 

The  major  source  of  difficulty  seems  to  be  the  perceived  unreaponslvc- 
ness  of  unit  personnel  to  problems  of  the  reservists.  This  is  especially 
evident  in  regard  to  drilling  difficulties,  rate  changes,  and  loos  of 
billets . 

The  second  major  area  of  concern  was  training.  About  half  of  the 
responses  indicated  that  the  men  were  bored.  Many  believed  their  training 
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was  irrelevant  and  out  of  date.  Some  mentioned  equipment  problems, 
hostility  to  the  lecture  method,  and  dissatisfaction  with  too  much  time 
spent  on  such  items  as  drug  programs.  The  main  thrust  of  their  remarks 
seemed  to  be  that  much  of  the  training  simply  was  not  meaningful. 

The  third  major  problem  area  concerned  personality  conflicts  either 
with  reserve  personnel  or  active-duty  support  personnel.  In  an  indirect 
way  they  also  relate  to  the  first  problem  discussed  which  was  the 
unresponsiveness  of  the  unit  to  the  individual's  personal  and  professional 
difficulties . 

These  replies  are  instructive  for  what  they  omit  as  well  as  for  what 
they  include.  For  example,  only  one  reservist  mentioned  hair  or  the 
uniform.  Only  a  few  complained  about  money ,  and  there  were  no  remarks 
which  could  be  interpreted  as  anti-military.  Most  of  the  men  seemed  to 
like  the  Navy  but  were  dissatisfied  with  the  responsiveness  of  the  unit 
to  their  personal  problems  and  with  the  training  they  were  receiving. 

Tn-Depth  Interviews  at  Selected  Reserve  Centers 

In  the  fall  of  1978  a  series  of  in-depth  interviews  were  conducted 
at  three  Naval  Reserve  Centers.  One  of  these  centers  was  on  the  coast, 
the  other  In  the  midlands  and  the  third  in  the  mountains  thus  representing 
a  geographical  cross  section  of  REDCOMREGSEVEN .  At  each  of  these  reserve 
centers  six  people  including  two  commissioned  officers,  two  petty  officers 
and  two  seamen  were  interviewed  for  approximately  an  hour.  They  were 
assured  that  these  interviews  were  confidential  and  that  their  name  would 
not  be  connected  to  any  of  the  remarks  they  made.  After  a  short  warm-up 
period  these  sailors  talked  openly  about  what  they  thought  was  right  and 
wrong  with  the  Naval  Reserve.  The  following  are  some  representative 
selections  from  these  discussions.  They  represent  a  compilation  nnd  should 
not  be  attributed  to  one  person. 

Things  are  so  disorganized  that  right  after  muster  every¬ 
thing  falls  opart  and  It  stays  that  way  until  we  leave.  People 
just  lay  around  and  fall  asleep  .  .  .  why  not?  We  must  have 
heard  that  same  old  lecture  a  thousand  times.  Anwav ,  there's 
no  equipment  and  even  when  you  go  on  a  Weekend  Away  (WET) 
and  have  equipment,  nobody  bothers  to  help  you.  Training  is  a 
waste  of  time.  There's  no  incentive  to  advance.  Why  work 
for  second  class  when  all  you  are  going  to  do  is  sit  around. 

I'd  be  embarrassed  to  go  back  on  active  duty  aec.ause  I  don't 
know  my  Job.  If  you  don't  know  what  you  are  supposed  to  do, 
they'll  treat  you  like  a  boot.  It's  really  a  waste  of  time 
to  come  out  here. 

It's  really  easy  to  get  your  back  to  the  wall  around  tills 
plaice.  The  CO  of  the  Reserve  Center  is  pretty  understanding, 
but  1  have  had  them  sit  on  such  things  as  a  waiver  request 
until  it's  too  late  for  me  to  do  anything  about  it.  Also, 
if  you  have  a  legitimate  excuse  for  missing  a  drill,  why 
do  they  treat  you  like  it's  a  punishment,  and  make  you  do 
things  like  cut  the  grass  or  sweep  or  paint?  These  are  the 
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things  a  janitorial  service  should  do.  We  ought  to  be 
concerned  vith  training.  There  has  been  a  great  deal  of 
improvement,  but  It's  still  bad.  At  least  it's  better  than 
my  last  duty  station  where  the  only  thing  that  was  any  good 
was  the  food. 

When  1  first  got  In  the  Naval  Reserve,  I  went  on  a  destroyer 
out  of  Alexandria,  Virginia.  The  CO  of  the  ship  had  a 
meeting  when  we  got  back  and  confessed  that  he  was  worried 
about  going  to  aea  with  a  bunch  of  reservists,  but  he  wanted 
ua  to  know  that  he  was  really  proud  of  the  way  we  performed 
and  he'd  go  to  sea  vith  us  anytime.  That  really  meant  a  lot 
to  me  .  .  .  I've  never  forgotten  it. 

I  Just  got  advanced  and  I  got  to  thinking  that  I  would  really 
miss  the  drills  if  I  got  out.  When  we  changed  to  weekend 
drills,  it  made  It  possible  to  make  lasting  friendships.  The 
unit  cruises  also  gave  us  an  opportunity  to  get  together  off 
duty  and  have  a  good  time.  The  last  time  we  went  on  a  WET, 
we  took  our  baseball  gear  and  really  enjoyed  playing  ball 
together.  1  took  my  fauily  on  ACDUTRA  and  it  was  nice  to  get 
away  and  do  something  different.  I  even  got  to  fly  in  a 
helicopter. 

The  moat  important  thing  is  training.  The  men  want  something 
important  to  do.  They  need  specific  Jobe  so  they  don’t  become 
floaters.  This  is  especially  true  of  the  Chief b.  As  a 
counselor,  I  need  a  private  place  to  talk  to  the  men  .  .  .  c 
place  where  they  can  swear  .  .  .  when  a  man  starts  swearing, 
you  know  he'a  telling  the  truth.  We  also  need  to  have  more 
fun  and  more  recognition.  The  officers  should  recognize  the 
assistance  Chiefs  have  given  them  in  their  own  advancement.  One 
time  a  Navy  Captain  told  me  that  I  was  responsible  for  his 
having  those  four  stripes  .  .  .  That  meant  a  lot  to  me. 

In  the  Naval  Reserve,  a  good  deal  of  attention  has  been  given  to 
factors  believed  to  be  associated  with  high  levels  of  retention.  These 
Include  the  quality  of  leadership,  level  of  professionalism,  and  awareness 
of  the  retention  problem  by  all  personnel  in  the  Naval  Reserve.  Further¬ 
more,  It  has  been  assumed  that  good  consnunicatir.ns  and  smooth  working 
relationships  promote  high  levels  of  retention.  Clearly  a  meaningful 
training  program  and  a  responsive  admlnisti stive  system  are  thought  to  be 
important.  The  effectiveness  of  the  Retention  Performance  System,  mage 
up  of  the  retention  officer,  career  counselor,  senior  petty  officers, 
commissioned  officers  and  the  reserve  center  personnel,  as  well  as  those 
officers  on  the  Readiness  Command  Staff,  contributes  to  achieving 
retention  goals.  In  addition  to  management  influences  on  retention, 
environmental  circumstances  may  either  support  or  discourage  reserve 
participation.  For  example,  in  times  of  economic  prosperity,  individuals 
become  less  dependent  on  the  income  they  earn  by  participating  in  the 
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Reserve.  In  periods  of  wide-spread  anti-military  attitudes,  reservists 
may  be  uninterested  in  being  identified  with  the  Naval  Reserve  leaf*  they 
subject  ihetiselves  to  criticism  from  their  peers  and  the  inconvenience 
of  being  called  back  to  active  duty.  Despite  the  attention  given  to 
these  important  factors,  the  Naval  Reserve  has  continued  to  experience 
unacceptable  losses.  Perhaps  a  better  understanding  of  retention  can  he 
gained  by  studying  the  perceptions  of  the  reservist  and  those  variables 
associated  with  the  decision  to  stay  in  the  program. 

The  Survey  Instrument 

In  the  winter  of  1978-1979  a  structured  (closed-ended)  questionnaire 
based  on  the  preliminary  studies  done  in  REDCOM  REG  SEVEN  and  a  review 
of  the  retention  literature  was  developed.  Of  particular  importance  was 
the  study  done  by  Louis  A  Zureher  in  the  San  Francisco  and  Los  Angeles 
Readiness  Commands  in  1974.  (Zureher,  1974).  The  Survey  of  Marine  Corps 
Enlisted  Personnel  1976-1977  conducted  by  a  research  team  at  the 
University  of  South  Carolina  (Mobley,  1976),  the  Navy  Human  Resources 
Management  Survey  (Navy,/17f),  and  Frank  L.  Mixner's  study  of  the  attitudes 
of  the  United  States  Naval  Officer  toward  Human  Relations  Management 
(Mixner,  1978)  were  also  helpful.  The  comments  and  criticisms  of  the 
students  in  a  class  in  Scope  and  Methods  at  the  Citadel,  the  Military 
College  of  South  Carolina  wore  beneficial.  By  early  June  348  struc¬ 
tured  questions  had  been  developed.  One  open-ended  item  was  added  in 
case  the  respondents  had  additional  comments  they  wished  to  make.  The 
survey  instrument  covered  the  following  general  areas  of  interest: 


QUESTIONNAIRE 


Introduction 


1.  Letter  from  RADM  GILMORE,  USNR 

2.  Protection  of  Privacy  Statement 

3.  Instructions 


Part  I  Standard  Background  Item 


Part  II 

a. 

b. 

c. 


Retention 

Retention  Measures 
Reason  for  Joining 
Recall  to  Active  Duty 


Part  III 

a. 

b. 

c . 

d. 


Satisfaction  Scales 
Civilian  Job  and  Active  Duty 
Naval  Reserve  Drill 
Expected  Satisfaction 
ACDUTRA/WF.TS 
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Part  IV  Time  Utilisation 

a.  At  Home 

b.  At  Work 

Part  V  Training 

Part  VI  Leadership 

a.  Supervisor's  Performance 

b.  X/Y  Supervisor  Rating 

Part  VII  Attitudes  Toward  Work  Generally 

Part  VIII  Attitudes  Tovard  Naval  Reserve 

a.  Social  Climate  (Culture) 

b.  Unit  cohesiveness 

Part  IX  General  Social/Political  Attitudes 

a.  Social 

b.  Political 

c.  Economic 


Preliminary  Administrative  Procedures 

During  the  Spring  of  1979  the  Commanding  Officers  and  Officers-in- 
Charge  of  the  Naval  Reserve  units,  and  the  Commanding  Officers  of  the  Naval 
Reserve  Centers  in  REDCOM  REG  SEVEN  were  briefed  on  the  need  for  a  command- 
wide  retention  study.  They  were  given  an  opportunity  to  express  their 
opinions  concerning  the  possible  explanation  for  attrition  and  advised  that 
their  cooperation  would  be  needed  if  the  study  proposed  for  the  summer 
was  to  be  a  success.  On  11  June  1979  Rear  Admiral  William  J.  Gilmore, 

USNR,  wrote  a  personal  letter  (See  Appendix  A)  to  each  Commanding  Officer 
and  Of ficer-in-Charge  advising  them  that  this  study  would  not  be  used  for 
inspection  purposes  nor  would  the  findings  be  reflected  in  their  fitness 
reports.  Also  on  11  June  1979  he  wrote  a  letter  (See  Appendix  B)  to 
the  Conmandlng  Officers  of  each  Naval  Reserve  Center  and  the  Commanding 
Officers  of  the  VTU'a  instructing  them  to  administer  the  questionnaire  in 
accordance  with  the  forthcoming  instructions  to  be  found  in  NAVRESREDCOM 
REGSEVENNOTE  1040  of  12  June  1979.  This  Notice  (See  Appendix  C)  along 
with  the  verbatim  instructions  (Appendix  D)  provides  the  detailed  instruc¬ 
tions  for  administration  of  the  survey.  There  is  also  a  letter  to  each 
reservist  on  the  first  page  of  the  Questionnaire  Booklet  (Appendix  E) 
which  stresses  the  importance  of  retention,  requests  the  cooperation  of 
each  individual  in  the  Naval  Reserve  in  providing  this  information,  and 
points  out  that  the  questionnaire  is  voluntary.  If  s  reservist  consents 
to  answer  these  questions,  his  privacy  is  protected. 
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Tretest 


fifty  cop  Ion  of  tin-  Ktnvi'v  booklet  were  duplicated  and  pro-teat  t*d 
titling  two  groups  of  roN«: rvc.M .  One  group  was  composed  ot  approximately  ten 
reservists  completing  their  Active  lHitv  for  Training  (A(TPIITKA)  at  the 
Rrrtdlne.Hn  (lotmtiainl ,  and  nno  t  her  group  wan  drawn  I  row  reservists  drilling  at 
the  Charleston  Roaerve  (Tenter.  It  required  about  10  minutes  to  read  the 
instructions  «od  Approximately  IS  hours  to  answer  the  questions.  Alter 
correction  of  several  eiiots  and  cl  aril  leal  ion  of  the  Instructions,  the 
questionnaire  was  sent  to  the  printers  on  0  .Unto  1  7 *J .  Three  thousand 
five  hundred  copies  were  printed  for  distribution  to  Naval  Reserve  (Tenters 
in  Asheville,  NIT;  Augusta,  C A;  Charleston,  SO;  Charlotte,  NO;  C'liunbla, 

SO;  Oreenshoro ,  NO;  Ci eenvl 1  le,  SOj  Raleigh,  N0|  Savannah,  0A;  Winston- 
Salem,  NO;  Wilmington,  NO  and  the  RK1HTOM  RKC  SKVI.N  Statt. 

Admin  I s t  rat  I  on  of  I  he  Quest  I onna 1 1 e 

These  i|iiesl  i  onna  lt<':i  vrir  adml  n  1st  e  i  ed  in  ,-u  coi  dance  with  nt.-in- 
drttdlred  instructions  similar  to  those  used  lor  Navv  Advaiu  omont 
Kxaml  uat  Ions .  Titov  woto  I'omhicted  by  the  activi'  duly  supper!  personnel 
villi  the  assistance  ot  the  Voluntary  Training  be.  Its.  It  was  not  to  be 
adml  u  i  S  t  e  i  od  bv  snveile  In  the  unit  ol  the  reservists  taking  the 
questionnaire.  The  t  ci. pendent  s  wo  i  o  divided  Into  tlitee  groups  hv  i  auk 
and  rate.  The  I  list  gtoup  w  s  composed  ot  ol  fleers,  the  second  of  K-t* 
and  above,  and  the  third  ol  M — S  and  below.  Although  some  b 1  as  Is 
inevitable,  an  eflor*  w.t:  made  to  reduce  the  difficulties  created  by 
having  a  person  evaluate  his  supervisor  while  the  supervisor  was  present, 

Time  S chedti t_c 

The  questionnaire  watt  administered  to  the  units  beginning,  the  third 
weekend  In  .lime  1  *’ 7‘>  an<|  ending  on  ti.*'  tliltd  weekend  In  August  , 

Tills  allowed  two  months  to  colled  the  data.  Mince  ‘>0  percent  di  I  1  1 
at  CiMtdrtitcc  Is  required  to  maintain  satisfactory  drill  participation, 
this  time  frame  made  It  possible  to  sutvov  almost  all  i  osi'i  v  I  s  t  s  In 
KKMt’i'M  Hl'Ti:  SI'VKN.  (Tommainl  I  up  ('ll  leers  ol  lac  Naval  Reserve  ('enters  were 
responsible  for  giving  each  icservTsI  an  opportunity  to  take  t ho 
q  lies  I  I  onna  I  le ,  Since  tilts  constitutes  slums!  the  entire  utlivoise  ol  I  lie 
personnel  with  which  wc  aie  concerned,  I  he  lesults  are  biased  only 
slightly  by  sampling  eiiots. 

Computer  I'  toe  ess  I  ng  I’loccdm  v 

Upon  ii'celpl  ol  I  lie  answer  sheets  from  (he  various  lirsn  vr  vVntri.., 
t  lii'  v  were  key- punched  Into  data  cat  da  (See  Appendix  I').  There  weir  II  vr 
data  cards  tor  each  case  and  a  sixth  I  dent  I  I  I  cat  I  on  catd  which  was 
Moled  aepatalejv  [  ,  <  |  lotect  the  pi  I  vaev  c't  the  i  cspoinlcnt  s .  Rev 
JMineli  contiol'i  t  >  tmpiove  a<  <  hi  Hi’v  were  hut  It  In  to  ass  Is  I  the  opriufeis. 
Vo  i  example,  each  p.-.ge  . '  1  the  .niswei  sheet  repreneuls  one  data  cuid. 

The  Inloimailon  was  nloted  on  disk.*:  and  available  foi  analvsls  using  an 
1  MM  170/  ltd*  i  ciiii|Hi  tel. 


The  statistical  analysis  was  accomplished  using  the  Statistical 
Package  for  the  Social  Sciences  (SPSS).  The  study  was  first  established 
as  an  SPSS  file  (See  Appendix  G)  and  then  processed  using  the  various 
statistical  programs. 

Statistical  Analysis 

Since  this  initial  report  deals  with  descriptive  statistics,  the 
more  sophisticated  techniques  of  multiple  regression  analysis,  factor 
analysis,  and  a  discriminant  analysis  have  been  deferred  In  favor  of  a 
straightforward  presentation  of  the  data.  Later  reports  in  this  series 
will  utilise  the  above-mentioned  processes  to  strengthen  the  general 
model  presented  here.  Descriptive  differences  in  mean  population 
characteristics  will  be  illustrated  through  the  use  of  means  comparison 
charts  ae  the  first  method  of  analysis  (Blalock,  Chapter  5).  Tills 
technique  is  quite  effective  in  identifying  the  lectors  that  relate  to 
the  choice  of  one  situational  characteristic  over  another. 

Relatiomhips  among  variables  will  be  illustrated  through  the  use 
of  cross-cabulated  contingency  tables.  Unlike  means  comparisons,  tills 
technique  will  indicate  the  strength  or  degree  of  relat ionships  among 
variables  (Blalocl ,  p.  275).  It  will  also  permit  certain  characteristics 
to  be  Isolated.  As  Blalock  states  (p.  303),  "In  most  practical  problems, 
It  is  necesaary  to  control  for  one  or  more  additional  variables  which 
may  be  obscuring  a  relationship.  The  phrase  'other  things  being  equal' 
is  used  to  emphasize  this  fact." 

In  addition  to  the  above,  histograms  and  trend  charts  will  he 
utilized  to  visually  assist  in  the  discussion  of  decision  preferences 
and  changes  over  time. 
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UiAI’ILK  ILL 


SCOPE  OF  RETENTION  PROBLEM 


Since  the  Naval  Reserve  is  comprised  predominately  of  Navy  Veterans, 
many  of  the  retention  problems  in  the  U.  S.  Navy  are  reflected  in  its 
reserve  forces.  The  problem  comes  in  keeping  these  veterans  productively 
<u  the  Naval  Reserve  after  thev  have  been  trained  on  active  diitv. 

At  c.'i.lltVfc  tvi  the  u'hicr  i*t  Naval  Koaei  Vo  \i  NAVKfcn  >  ,  '“the  ts<  iiiltois  have 

done  an  admirable  job  in  soliciting  former  active  duty  personnel  Into 
joining  the  Naval  Reserve,  the  critical  area  is  in  retaining  them." 
(CNAVRES  ltr  30  May  78). 

The  decision  to  stay  or  to  leave  the  Naval  Reserve  is,  after  all,  an 
individual  matter.  While  this  decision  may  be  affected  by  unique  personal 
factors,  the  excessive  number  of  controllable  losses  Indicates  that  some 
general  reasons  may  contribute  to  this  attrition.  With  the  removal  of 
conscription,  the  decision  to  join  the  Navy  in  the  first  place  is  a  choice 
made  by  the  individual  who  is  not  operating  under  any  legal  compulsion. 

The  choice  of  a  Naval  Reserve  career  is  even  more  of  a  free  choice.  In 
the  Naval  Reserve  81  percent  of  the  drillers  are  voluntary  drillers. 

In  the  real  ae.nse  of  the  word,  everyone  is  a  volunteer.  Moreover  it  i9  a 
decision  which  must  be  renewed  frequently  when  the  reservist  is  called 
upon  to  reenllst.  If  we  can  predict  this  decision,  which  is  more  often 
than  not  a  decision  to  get  out;  it  may  be  possible,  as  CNO  directs,  to 
remove  the  major  obstacles  to  retention. 

There  are  many  official  reasons  for  losing  Naval  Reservist*; 

TYPE  OF  ATTRITION 


LI  «  Discharged  (a  final  or  complete  discharge  which  severs  all 
contractual  seivice  of  obligation/obligations) 

L2  »  To  Extended  Active  Duty  (any  service) 

L3  •  Transfet  to  another  Reserve  Component  (other  than  the  U.  S. 
Naval  Reserve) 

L4  -  Transfer  to  Individual  Ready  Reserve  (same  component) 

L5  -  Transfer  to  Standby  Reserve  (same  component) 

L6  -  Transfer  to  Retired  Reserve 
L7  -  Death 

L8  -  From  Enlisted  to  Officer  Status 
L9  -  Other  Losses 

This  study  focuses  on  those  who  are  eligible  to  reenllst  or  extend  but 
choose  to  drop  out. 
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Figure  3.1  shown  the  scope  of  the  retention  problem  In  REDCOM  REG 
SEVEN  in  FY  78.  Of  the  1568  enlisted  onboard,  the  total  retained  was  542 
(852)  and  the  total  attrition  was  46X  (716).  The  Readiness  Comnnd  lost 
31X  (483)  of  the  onboard  strength  prior  to  the  end  of  the  tr  enlist  went  (EOS). 
Ten  percent  (149)  were  discharged  because  they  failed  to  reenllst  or  extend 
at  the  tine  their  reserve  military  obligation  expired  and  5X  (84)  did  not 
reenllst  for  other  reasons  such  as  retirement  or  death. 

The  major  retention  problem  is  with  those  Reservists  who  are  lost 
prior  to  their  EOS.  This  is  further  dramatized  when  you  realize  that  of 
the  716  attrltes,  67  percent  were  lost  prior  to  EOS,  20  percent  were 
discharged,  and  12  percent  were  lost  for  other  reasons.  Many  of  these 
reservists  simply  stopped  coming  to  drill.  The  reason  for  their  departure 
may  never  be  known  and  when  reasons  are  forthcoming  they  often  are  those 
which  they  believe  will  most  easily  be  accepted  as  legitimate  by  their 
Comanding  Officer.  One  purpose  of  this  study  is  to  develop  a  profile 
of  those  reservists  who  arc  lost  prior  to  EOS,  and  to  provide  an  analysis 
which  moves  beyond  surface  explanations. 

In  this  Readiness  Command  only  24X  (383)  of  those  onboard  reenlistod 
or  extended.  This  is  moderated  by  the  stability  sector  representing  30X 
(469)  of  the  reservists  whose  enlistments  did  not  expire  nor  did  they 
discontinue  drilling.  Actually  54%  (852)  of  the  icservists  were  ret  lined. 

The  Gross  Retention  Rate  vtaa  35  percent  which  is  extremely  important 
since  this  statistic  is  considered  by  CNAVRES  as  the  most  slgnif leant 
indicator  of  retention.  Gross  retention  is  calculated  by  dividing  the 
total  eligible  plur  the  total  Ineligible  into  the  total  reenlisted  and/or 
extended.  Net  Retention  in  the  Readiness  Command  was  72  percent.  Net 
Retention  is  calculated  by  dividing  the  total  reenlisted  plus  extended  by 
those  eligible  to  reenllst  and/or  extend.  These  figures  are  used  to 
calculate  trends. 

A  somewhat  sobering  fact  is  that  in  1978,  the  Readiness  Command 
recruited  706  reservists  and  lost  716.  Dosr.ite  an  outstanding  reeiuiting 
record,  the  Command  found  itself  vlth  a  deficit  of  -10  at  the  end  of  the 
FY  78.  As  of  31  May  we  are  +344  which  is  a  considerable  improvement . 

Since  recruiting  trends  arc  steady,  gain  is  o  result  of  retention.  In  the 
Naval  Reserve,  the  tradition  has  been  that  individuals  are  going  out  the 
back  door  as  let  at  they  can  be  brought  in  the  front.  This  may  not  be 
a  problem,  if  the  new  recruits  are  more  capebie  and  more  highly  trained  than 
those  lost,  but  this  seems  unlikely  given  the  less  to  the  Navy  ot  personnel 
trained  in  Navy  schools  and  indoctrinated  in  Naval  customs.  As  ii  turns 
out,  many  of  the  new  recruits  are  brought  into  the  Reserves  on  the 
Advanced  1’av  Grade  (ATGl  program  in  which  civil  tans  with  no  previous 
military  experience  are  given  military  rate  or  rank  based  on  then  profes¬ 
sional  background.  The  Al’G  program  increases  the  skill  pool  in  l  lit*  Reserve, 
but  this  is  purchased  at.  the  price  of  a  great  ly  reduced  military  indoc¬ 
trination.  At  the  present  time  the  AFC's  constitute  about  five  percent 
of  the  reservists  in  Readiness  Command  Region  SEVEN. 
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Figure  3 .i  Retention  1976 


The  nuaber  of  personnel  who  are  lost  In  this  Readiness  Command,  would 
be  less  disturbing  If  REDCOM  REG  SEVEN  were  among  the  worst  Readiness 
Commands  1  n  the  nation.  In  fact,  REDCOM  REC  SEVEN  Is  among  the  heat! 

In  t^'E,  (his  Command  was  never  below  average  in  am-  <>r  t  he  i»n 

statistics,  and  most  often  was  found  among  the  top  two  or  three.  As  ot 
31  Hay  1979  the  Gross  Retention  Rate  for  REDCOM  REG  SEVEN  was  38  percent, 
whereas  the  CNAVRES  Average  was  31.1  percent.  The  Net  Retention  Rate 
for  the  Command  was  74.6  percent,  whereas  the  Net  retention  Rate  for 
CNAVRES  was  67.4  percent.  Clearly,  REDCOM  REG  SEVEN  is  well  above  average 
compared  to  the  other  Readiness  Commands. 

The  Intention  to  Reenllst  or  Extend 

In  this  study  retention  is  measured  by  asking  the  following  questions: 

1.  Do  you  Intend  to  reenllst  in  the  Naval  Reserve  when  your 
enlistment  expires? 

2.  If  you  had  to  make  the  decision  at  this  time,  what 
would  you  do? 

3.  How  frequently  do  you  think  about  trying  to  get  out  of 
the  Naval  Reserve? 

4.  If  you  had  to  rate  your  chances  of  staying  in  the  Naval 
Reserve  on  a  scale  from  tero  (0)  to  ninety-nine  percent 
(99X)  ,  what  would  you  say  are  the  chances  you  would 
remain  in  a  drilling  unit  for  another  year?  For  another 
three  years?  For  twenty  years? 

Figure  3.2  shows  that  37  percent  of  the  reservists  said  they  definitely 
would  reenllst,  16  percent  hope  to  reenllst,  and  27  percent  were  uncertain. 
Only  6  percent  thought  reenlistment  was  unlikely  and  9  percent  said 
they  definitely  were  going  to  get  out  of  the  Naval  Reserve.  Clearly  those 
giving  negative  responses  were  In  a  small  minority.  The  difference 
between  officer  and  enlisted  intentions  is  substantial.  Sixty-two 
percent  of  the  officers  compared  with  34  percent  of  the  enlisted  snv  they 
definitely  will  reenllst.  As  is  well  known  the  major  retention  problem 
is  within  the  enlisted  population.  If  intentions  among  both  officers 
and  enlisted  correlate  positively  with  actual  behavior,  the  prospect  tor 
higher  retention  rates  in  Readiness  Command  Region  SEVEN  looks  extremely 
good.  There  are  only  a  few  who  have  definitely  made  up  their  mind  to 
get  out,  a  larger  number  who  are  undecided,  but  most  reservist* either  hope 
to  or  definitely  plan  to  reenlist. 

This  picture  may  be  deceptive  if  the  undecided  -eservlsts  shift  to 
the  negative  end  of  the  spectrum.  These  519  undecided  reservists  combined 
with  313  reservists  who  think  reenlistment  is  unlikely  compose  approximately 
one-half  of  the  individuals  In  the  Naval  Reserve  in  this  Readiness  Coimand. 
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Enlisted 


Like  the  awing  vote  In  an  American  election,  they  are  the  deciding  factor 
In  the  aucceas  of  our  retention  efforts.  If  they  could  be  persuaded  to 
stay,  our  retention  problem  would  be  solved. 

The  majority  of  the  reservists  are  leaning  toward  reenlistment 
and  are  positively  disposed  toward  the  Navy;  but  according  to  the  31  July 
1979  retention  statistics,  Gross  Retention  is  holding  steady  at  rtl  percent 
and  Net  Retention  is  72  percent.  Although  moat  reservists  intend  to  stay, 
a  rather  large  percentage  of  these  undecided  reservists  change  their  minds 
and  decide  to  get  out.  Nevertheless,  most  reservists  say  they  seldom 
think  about  getting  out  of  the  Naval  Reserve  and  when  asked  if  they  would 
reenlist  again  at  this  time  71  percent  of  the  enlisted  reservist/ answer 
affirmative ly. 

Figure  3.3  indicates  that  29  percent  of  all  reservists  say  they  never 
think  about  getting  out,  27  percent  rarely  consider  such  a  prospect,  and 
only  29  percent  sometimes  give  this  matter  any  attention.  When  one  moves 
to  the  negative  end  of  the  continuum,  9  percent  say  they  think  of  leaving 
often  and  4  percent  think  of  getting  out  constantly.  Most  reservists 
intend  to  stay  in  the  Navy  and  rarely  consider  leaving,  and  this  is  true 
whether  they  are  officers  or  enlisted.  Thirty-four  percent  of  the 
officers  compared  with  28  percent  of  the  enlisted  say  they  never  think  of 
getting  out.  There  are,  of  course,  6  officers  and  61  enlisted  personnel 
who  say  they  think  about  it  constantly. 

If  a  reservist's  expectations  of  his  chances  of  staying  in  the 
Naval  Reserve  are  any  indication  of  his  committment,  most  reservists  are 
career  motivated.  In  the  cumulative  frequency  of  reservists'  self-rated 
chances  of  staying  in  the  Naval  Reserve  for  one,  three  and  twenty  years, 
over  50  percent  of  the  reservists  give  themselves  a  90  to  9^  percent 
chance  of  staying  for  another  year.  When  asked  what  their  chances  of 
staying  for  three  years  over  50  percent  of  the  reservists  give  themselves 
an  80  percent  chance  of  remaining  in  the  Naval  Reserve.  A  similar 
number  think  they  have  a  chance  to  stay  for  twenty  years.  We  might  infer 
that  reservists  who  expect  to  stay  for  at  least  three  years  are  likelv 
to  stay  for  a  full  career  if  given  the  opportunity.  Of  all  those  questioned 
only  10  percent  say  they  have  less  than  a  20  percent  chance  of  staying 
in  the  Naval  Reserves  for  another  three  years,  and  11  percent  of  the 
reservists  say  they  have  a  20  percent  chance  of  staying  for  twenty  years. 
Clearly  most  reservists  think  the  odds  are  in  favor  of  their  continued 
participation.  This  bears  out  Chester  Barnard's  Theory  (Barnard,  1940) 
that  the  majority  of  an  individual's  decisions  fall  into  a  "zone  of 
indifference".  Indifference  in  this  context  does  not  mean  that  one  does 
not  care  about  the  Naval  Reserve;  rather,  it  infers  that  many  decisions 
such  as  the  one  to  continue  to  participate  in  organizations  are  made 
relatively  automatically.  The  prior  decision  to  initially  participate 
gives  impetus  to  continue,  much  as  inertia  will  continue  to  move  an  object 
after  it  is  initially  propelled. 
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If  we  control  on  rank,  we  aee  that  over  half  of  the  enlisted  reservist 
give  themselves  a  90  percent  chance  of  remaining  for  another  year,  an  80 
percent  chance  of  staying  for  three  sure  years  and  a  77  percent  chance  of 
staying  for  twenty.  The  most  frequently  mentioned  (mode)  estimate  for 
all  three  time  periods  was  99  percent.  These  estimates  are  not  essentially 
different  for  the  entire  reserve  population  presented  in  figure  3.2; 
although,  when  the  officers  opinions  are  added  to  those  of  the  enlisted 
personnel,  the  median  scores  are  increased. 

The  major  findings  in  this  chapter  are  that  most  Naval  Reservists 
Intend  to  reenllst,  rarely  think  of  getting  out  of  the  Naval  Reserve, 
and  believe  their  chances  of  staying  for  20  years  are  quite  high.  Naval 
reservist  are  career  motivated.  Nevertheless,  past  retention  records 
show  that  attrition  Is  high,  that  many  reservist  do  drop  out  of  the  program 
and  that  the  manpower  managers  In  the  Naval  Reserve  do  not  fully  under¬ 
stand  why.  The  following  chapter  provides  an  analysis  of  the  social  and 
economic  variables  associated  with  retention. 
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CHAPTER  IV 


BACKGROUND  CHARACTERISTICS 
AND 

THE  INTENTION  TO  REENLIST 


To  this  point,  retention  has  been  discussed  without  examination  of  the 
forces  behind  these  patterns.  There  are  a  wide  range  of  social,  economic, 
military  and  situational  factors  to  accotmt  for  the  reservists  intentions 
and  expectations  about  the  Naval  Reserve.  While  all  of  these  relationships 
exist  and  are  important  in  understanding  and  interpreting  level  si  of 
retention  in  the  Naval  Reserve,  one  must  be  careful  not  to  overstate  the 
case  for  any  single  social  or  economic  characteristic.  Often  a  particular 
socioeconomic  variable  lb  simply  an  indicator  of  a  cluster  or  pattern  of 
relationships  thst  exist  ns  a  determinant  of  individual  behavior.  For 
example,  age  is  Important  because  it  indicated  a  number  of  things  about 
a  parson's  situation;  however,  age  in  and  of  itoelf  does  not  necosnarily 
"cause"  an  Individual  to  behave  in  one  way  rather  than  another.  After 
examining  several  of  the  more  important  background  characteristics,  It  is 
apparent  that  several  arc  related  to  retention. 

Before  analysing  these  sociological  determinants  of  individual 
behavior,  let  us  turn  to  un  examination  of  why  the  reservists  themselves 
aay  they  initially  enlisted  in  the  Naval  Reserves  and  why  they  coni  I nut* 
to  participate.  This  subjective  assessment  conforms  to  Vrooin's  (1964) 
definition  of  expectancy  as  being  perceptual  rather  than  objective. 

Table  4.1  shows  u  rank  ordering  of  these  motivations  l'or  ves  vlsts  in 
Readiness  Command  Region  8KVKN  compared  to  the  attitudes  o  . 1 1  Reservist/ 

in  Readiness  Command,  Ran  Francisco  and  Readiness  Command,  Angelos. 

Thape  California  reservist/ were  sampled  by  Lieutenant  Commander  Louis  A. 
Zurcher  as  part  of  a  retention  study  conducted  in  1974. 

'  £  relationship  between  the  attitudes  of  reservist/  in  tills  Readiness 
Command  and  those  of  reservist/  in  California  In  1974  are  almost  perfectly 
correlated.  The  rank  ordering  of  v.-hat  is  most  important  1h  practically 
identical.  The  primary  motivation  is  economic.  This  strongly  supports) 
Downs'  (1957)  Theory  of  why  Individuals  join  orgnnizat ions .  Twenty 
percent  of  all  the  reservists  in  Readiness  Command  Region  SF.VF.N  and  7.  1 
percent  of  all  the  reservists  in  California  give  drill  pay  ns  the  most 
Important  reason  for  Initially  en’isttog  In  the  Naval  Reserve.  Ret  1  remem 
ia  a  close  second  with  23  percent  in  KFDCOMRKC  SF.VF.N  and  31  percent  In 
RFDCOMS  SFRAN  and  1.0SA  giving  thiN  as  the  most  Important  reason  for 
Joining  the  Navy.  When  you  look  only  at  enlisted  personnel  in  RFDOOMRFC 
SF.VF.N,  28  percent  gave  drill  pay  ns  the  moat  important  reason  lot  Joinin', 
the  Naval  Reserve  and  21  percent  indicate  retirement  was  thk- ' '  primary 
reason.  Over  50  percent  in  all  categories  gave  either  drill  pay  oi 
retirement  as  the  reason  why  tlu.y  joined  the  Naval  Reserve.  When  asked  why 
they  continued  to  participate,  30  percent  of  the  reservists  in  Readiness 
Command  Region  SKVKN  gave  retirement  as  the  number  one  explanation  and 
about  26  percent  gav<'  drill  pay.  It  appeals  that  reservists  cent  lime  to 
drill  for  the  same  lesson  they  signed  up  to  begin  with. 

The  second  most  important  rosso,**  (or  tilt  tally  joining  the  N.iv.il 
Reserve  is  tliHt  reservists  were  either  msudat«rv  drillers  or  ihev  art  -.1  out 
of  s  sense  of  pat  r I ol 1 sm.  California  had  more  mandatory  del  1  lets  am’  was 
slightly  more  patriotic  than  t lrc*  Southeast  ,  hut  the  percentage  I fguror 


TABLE  4.1 


COMPARISON  OF  THE  MOST  IMPORTANT  REASON  FOR  AFFILIATION  WITH  THE  NAVAL 
RESERVE  AMONG  RESERVISTS  IN  REDCOMREG  SEVEN.  REDCOMSANFRAN-LOSA 


Reason 

REDCOMS  SFRAN  &  LOS A 

REDCOMREG  SEVEN 

%  (1974)  N 

%  (1979)  N 

Most  Important 


Drill  Pay 

2  3% 

(728) 

29% 

(563) 

Retirement 

31 X 

(679) 

23% 

(435) 

Second  Most  Important 

Mandatory 

31% 

(679) 

12% 

(231) 

Fatriotism 

12% 

(375) 

11% 

(217) 

Third  In  Importance 

Other 

8% 

(241) 

7% 

(136) 

Change  of  Pace  From 

Civilian  Employment 

5% 

(169) 

5% 

(  88) 

Fourth  In  Importance 

Professional  Advancement 

4% 

(121) 

2% 

(  42) 

Drill  Training 

1% 

(  39) 

2% 

(  41) 

ACDUTRA 

2% 

f 

v - . 

2% 

(  33) 

Friends 

2% 

(  45) 

2% 

(  28) 

Change  of  Pace  From 

Family 

2% 

(  47) 

1% 

(  26) 

Recruiters  Influence 

1% 

(  27) 

1% 

(  24) 

Fifth  In  Importance 

Business  Contacts 

.2% 

(  7) 

.5% 

(  9) 

Ceremonies  and  Uniforms 

0% 

(  0) 

.3% 

(  6) 

Influence  and  Authority 

.2% 

(  7) 

.2% 

(  4) 

Social  Events 

0% 

(  0) 

.4 

(  4) 

Status 

1% 

(  14) 

.2% 

(  4) 

Exchange  Privileges 

1% 

(  18) 

.1% 

(  1) 

Source:  1979  REDCOMREG  SEVEN  Retention  Study,  and  1974  Naval  Reserve 
Personnel  Attitude  Survey  by  LOUIS  A.  ZURCH2R 

*Percentage  figures  that  do  not  total  100  percent  are  due  to  founding 
errors . 
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are  very  close.  Eleven  percent  of  those  in  REDCOM  SEVEN  and  12  percent  in 
California  gave  patriotism  as  the  reason  for  enlistment.  Third  in  impor¬ 
tance,  reservists  listed  a  change  of  pace  from  their  civilian  employment 
and  a  rather  large  percentage  (7)  gave  "other"  as  an  answer  indicating 
that  their  reason  for  enlisting  was  not  given  or  that  they  couldn't  make 
up  their  mind. 

Two  thirds  of  the  reasons  listed  on  the  questionnaire  received  little 
consideration.  Few  reservist/ enlisted  for  training  or  professional 
advancement.  Only  2  percent  gave  these  kinds  of  explanations  for  their 
reason  for  joining  the  Naval  Reserve.  Even  if  one  adds  the  three 
categories  of  professional  advancement,  drill  training  and  ACIIUTRA  together 
one  obtains  a  percentage  figure  of  approximately  6  percent  who  came  into 
the  program  because  they  were  impressed  with  the  training  opportunities. 

When  asked  why  they  continue  to  drill,  only  1.6  percent  listed  training 
as  the  primary  reason.  For  an  organization  that  spends  raos l  of  its 
time  training  reservists,  this  is  an  important  fact.  One  reason  why  3'.' 
percent  of  reservists  say  that  classroom  sessions  are  what  they  like  least 
about  the  Naval  Reserve  may  be  that  training  was  very  low  on  their  list  of 
reasons  for  coming  into  the  program.  When  one  reaches  the  bottom  of  the 
list,  one  sees  that  least  important  of  all  are  business  contacts,  cere¬ 
monies  and  uniforms ,  Influence  and  authority ,  social  events,  status  and 
exchange  privileges.  In  fact,  only  one  person  in  this  Readiness  Command 
claimed  that  exchange  privileges  were  his  number  one  concern. 

It  should  be  noted  rhat  although  some  of  the  reasons  given  for 
joining  the  Naval  Reserve  are  not  indicated  as  primary,  they  still  may 
be  important  as  part  of  a  pattern  of  incentives  for  continuing  that 
participation.  The  message  of  these  responses,  however,  in  that  economic 
motivations  are  head  and  shoulders  above  everything  elac.  This  is  true 
whether  one  is  an  officer  or  an  enlisted  person.  This  was  true  five  years 
ago  in  California  and  it  continues  to  be  true  presently  in  the  general 
environment  of  South  Carolina,  North  Carolina,  and  Georgia. 

Relationship  Between  Background  Characteristics  and  Retention 

Turning  our  attention  to  the  relationship  between  background 
cliaracteri sties  and  the  Intention  to  reenlist,  wo  group  these  variables 
into  three  categories:  Socioeconomic,  Military  and  Situation  Environmental. 
These  variables  will  be  discussed  as  prima *y  conditions  for  explaining 
retention. 

Socioeconomic  Characteristics  are  those  attributes  derived  from  an 
individual’s  membership  in  social  groups.  These  charac t er 1st  1 cs  are 
easily  recognizable  because  they  have  to  do  witli  objective  tactual  aspects 
of  the  individual.  Most  of  these  variables  arc  associated  with  a  person's 
status  in  society.  11  is  assumed  that  individuals  who  share  these 
attributes  tend  to  respond  to  the  world  about  them  in  similar  ways  because 
the>  have  had  common  life  experiences  that  arc  likely  to  affect  their 
behavior.  A  significant  body  of  literature  supports  this  assumption. 
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See  Merton  (1957),  Kerlltiger  (1973),  Robinson  (1950),  Nle,  et  al.  (1977), 
and  Foreeae  &  Richer  (1970).  Obviously  social  characteristics  such  as 
education,  age,  income,  race  et.  cetera  are  important  in  many  areas  of 
life  and  they  provide  one  set  of  parameters  which  guide  the  career  of  a 
Naval  reservist. 

Table  4.1  shows  a  profile  of  the  typical  Naval  reservist  and  how 
these  socioeconomic  characteristics  are  related  to  retention.  Looking 
at  the  last  column  under  "number"  in  tills  table,  we  see  that  91  percent 
of  the  reservists  are  males,  84  percent  are  whites,  65  percent  Protestants, 

74  percent  are  married  with  an  average  of  about  2  dependents  each.  The 
Naval  Reserve  in  Readiness  Command  Region  SEVEN  is  predominantly  male, 
white,  Protestant  and  married  with  several  dependents. 

The  relationship  of  these  social  characteristics  to  retention  is  also 
presented  m  Table  4.2.  Under  the  first  column,  we  sec  that  41  percent 
of  the  males  compared  to  28  percent  of  the  females  say  they  definitely 
will  reenlist;  43  percent  of  the  whites  compared  to  19  percent  of  the 
blacks  say  they  definitely  will  reen List* ;  and  45  percent  of  the  married 
reservist!  compared  to  16  percent  wlto  are  single  suv  they  definitely  will 
reenlist.  When  you  control  on  rank,  36  percent  of  the  enlisted  males, 

38  percent  of  the.  enlisted  whites,  and  40  percent  of  those  enlisted  who 
are  married,  will  definitely  reenlist.  The  percentage  figure  for 
blacks  is  unchanged,  but  the  percentage  of  single  enlisted  personnel  who 
ssy  they  definitely  will  reenlist  drops  3  percentage  points  and  among 
women  it  drops  4  percentage  points.  Although  the  differences  in  percentage 
are  slightly  decreased,  the  positive  relationship  between  these  socio¬ 
economic  variables  and  intention  to  reenlist  persist.  There  is  little 
difference  between  Frotestants  and  Catholics;  however,  Jews  and  other 
religious  groups  are  less  likely  to  have  made  the  decision  to  stay  than 
individuals  in  either  of  these  major  religious  categories. 

The  most  significant  trend  in  explaining  retention  is  the  number  of 
"dependents"  a  reservist  may  have.  As  the  number  of  dependents  increases 
from  "none"  to  "five  plus",  the  percentage  figures  increase  from  23 
percent,  tv'  38  percent,  to  45  percent,  to  51  percent,  to  47  percent  to 
59  percent  who  say  they  will  reenlist.  The  greater  the  number  of  dependents, 
the  more  likely  the  reservists  intend  to  remain  in  Liu?  Naval  Reserve.  One 
reason  for  this  is  pure  economic  need,  but  it  could  be  that  participation 
in  the  Reserves  also  provides  an  alternative  social  environment  since  only 
1  percent  of  the  reservist  claim  that  u  change  of  pace  from  family  was 
their  primary  reason  for  affiliating  and  almost  30  percent  indicate  drill 
pay  as  the  most  important  motivation,  economic  vice  social  variables  must 
be  dom 1  nan t . 


*Sinii  there 
sample,  they  weir 


wert  onlv  12  Indians,  5  orientals 
excluded  from  t he  analysis. 
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HI  others  in  the 


TABLE  4.2 


RELATIONSHIP  BETWEEN  SELECTED  SOCIAL  VARIABLES  AND  THE  INTENTION  TO 

REENLIST  IN  NAVAL  RESERVE 


REENL1STMKNT  INTENTION 


Definitely 

Will 

Hope 

To 

Don*  t 
Know 

Unlikely 

Definitely 
Will  Not 

Number 

Sex 

Male 

4ix 

17% 

27% 

6% 

9% 

91% 

(1,683) 

Female 

28% 

21% 

39% 

5% 

7% 

9% 

(168) 

Race 

White 

43% 

17% 

24% 

6% 

10% 

84% 

(1,538) 

Black 

19% 

18% 

49% 

7% 

7% 

15% 

(272) 

Religion 

Prot. 

46% 

18% 

25% 

6% 

D°/c 

65% 

(1,186) 

Oath. 

43% 

19% 

24% 

4% 

19% 

18% 

(2.32) 

Jew 

28% 

23% 

28% 

4% 

17% 

3% 

(47) 

Other 

21% 

14% 

37% 

8% 

20% 

15% 

(262) 

Marital  Status 

Married 

45% 

18% 

25% 

5% 

7% 

74% 

(1,370) 

Single 

16% 

13% 

407. 

12% 

207. 

1 8% 

(329) 

Dependents 

None 

23% 

14% 

.35% 

10% 

is?; 

27% 

(49  3) 

One 

38% 

18% 

2  5% 

6% 

14% 

18% 

(331) 

Two 

45% 

19% 

25% 

57 

57. 

237; 

(.429) 

Three 

51% 

1  7% 

25% 

4% 

2% 

20% 

(374) 

Four 

4  7% 

21% 

26% 

37; 

2% 

8% 

(148) 

Five  or  ,'lore 

59% 

10% 

27% 

1% 

3% 

47. 

(70) 

Source:  1979  REDCOMREG  SEVEN  Retention  Study 

^Percentage  figures  that  don't  total  100  percent  are  due  to  rounding  errors. 
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One  of  the  most  lmpor  tart  indicators  of  soci  al  status  and  one's 
attitudes  toward  the  N^yy  it  age.  1  ho  Navy  has  been  in  a  state  of 
rapid  social  transit  1.1.  around  1970.  Zurcher  says  in  his  1974 

study,  "that  tin-  Navy  • 1  eight  years  ago  was  very  different  from  the  Navy 
of  three  yours  ago,  especially  concerning  personnel  policies,  technical 
sophistication,  and  precept  ions  of  th>  value  of  war".  (Zurcher,  p.  85). 
Today  these  changes  are  no  less  significant  and  are  r.o  doubt  reflected 
in  the  attitudes  of  Naval  Reservists.  it  is  also  true  that  as  individuals 
grow  older  they  inevitably  i  m  ur  increased  responsibilities,  and  their 
attitude  toward  life  generally  is  modified.  The  "carefree"  life  of  one's 
twenties  rapidly  is  transformed  into  the  "burdens"  of  middle  age. 

Children  appear,  mortgages  am  acquired,  and  taxes  have  to  be  paid.  Aside 
from  economic  responsibilities  that  might  encournee  one  to  continue  his 
participation  in  the  N.vj]  ,  rves  as  he  becomes  older  and  the  vested 
interest  incurred  in  t  no  syr  u.:^  ^eat  le  are  also  creatures  of  habit. 

Once  a  pattern  of  participation  is  established,  it  will  be  continued  if 
that  behavior  is  rewarding. 

This  reasoning  implies  that  ns  vne  become.-.  older,  the  more  likely 
he  will  be  retained  in  the  Naval  deserve.  figure  4.1  bears  out  this  logic. 
The  percentage  figures  of  those  in  their  early  twenties  who  intend  to 
reenlist  are  very  low  nveiagiu.  about  Id  percent.  After  age  twenty-seven, 
it  climbs  so  that  within  the  age  group  of  the  early  thirties,  intention  to 
reenlist  is  about  15  perec,, t.  In  the  middle  to  late  thirties  well  over 
half  of  the  reservists  intend  to  reealisv,  and  this  trend  continues. 

The  older  you  are  the  molt:  likely  you  intend  to  reenlist. 

Since  drill  pay  was  given  as  the  most  lupo.tnnt.  reason  for  Initially 
affiliating  with  the  Naval  Reserve,  one  might,  expect  that  those  who  had 
the  least  income  would  be  most  likely  to  intend  to  reenlist.  Figure  4.2 
shows  that  this  is  not  the  case.  As  income  increases,  the  percentage  of 
enlisted  reservists  who  say  ihcy  intend  to  reenlist  increases.  Those 
least  likely  to  reenlist  are  in  tin.-  income  category  of  $3,000  to  $5,999 
and  those  most  likely  to  v  enlist  .are  in  the  income  category  $24,000  to 
$26,999.  The  positive  relationship  between  income  anti  retention  increases 
isomorphicly  unt  l1  you  roach  ..n  income  of  over  $40,000  and  then  the  curve 
begins  to  turn  down.  It  does  not,  however,  drop  to  the  level  of  those 
in  the  lower  income  eacegorie-.  Oi  these  in  the  lowest  income  brackets 
only  about  20  percent  pi. an  tc  reenlist,  e.|  those  in  the  middle  income 
brackets  more  than  50  pu  ■•em  plan  to  reenlist  and  thorn  in  the  highest 
income  categories  about  10  portent  will  reenlist. 

These  findings  tend  to  support  Va-a low's  Theory  that  individuals  whose 
existence  is  primarily  In  the  lower  hve's  oi  his  posited  hierarchy  are 
unable  to  formulate  long  t  in  go. ,  i  r. ,  AI-.-.oik!  and  Vet  bn  (1963)  lound 
similar  attitudes  among  "iihu.  -a  I  !.u"  individual.,  who  were  reluctant  to 
participate  in  organ  1 /a t i on s . 


Percent  Who 

Definitely 
Will  Reenllst 


Relationship  Between  Age  and  Intention  tc  Reenlist  in  the  Naval  Reserve 
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Figure  4.2  Relationship  Between  Enlisted  Income  and 
Intention  to  Reenlist 
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We  see  in  Table  4.3  that  53  percent  of  the  reservists  view  themselves 
as  middle  class  citizens  and  25  percent  think  of  themselves  as  working 
class.  This  squares  with  their  reported  income.  MoBt  Naval  Reservist/ are 
middle  income  people.  On  the  extreme  end  of  the  class  continuum,  only 
6  percent  claim  to  be  upper  class  and  1  percent  claim  to  be  lower  class. 
Twelve  percent  reject  the  idea  of  class  as  describing  their  social  status. 

Reservists  are  also  employed  primarily  in  white-collar  jobs. 

Fourteen  percent  claim  to  be  high-level  executives,  16  percent  business 
managers,  12  percent  administrative  personnel  and  12  percent  in  clerical 
work  or  sales.  When  one  turns  to  blue-collar  jobs,  we  see  that  28  percent, 
almost  twice  as  many  as  in  any  other  single  category,  are  skilled  workers. 
There  are  only  2  percent  unskilled  and  1  percent  whose  primary  responsi¬ 
bilities  are  in  the  house  or  taking  care  of  children.  The  9  percent  of 
the  population  who  are  students  should  be  classified  as  white-corlar . 
Although  this  classification  by  the  color  of  ones  collar  has  lost  much  of 
its  meaning,  the  breakdown  by  employment  does  provide  an  insight  into  the 
social  and  economic  characteristics  of  the  reserve  population. 

The  educational  level  of  Naval  Reservist/ is  quite  high.  Twelve 
percent  have  some  college  and  23  percent  are  high  school  graduates.  Only 
about  5  percent  did  not  finish  high  school.  Nineteen  percent  either 
gained  an  associate  degree  or  attended  technical  school,  and  13  percent 
either  went  to  graduate  or  professional  school.  Because  of  the  educational 
requirements  to  become  an  officer,  most  of  those  in  higher  educational 
categories  are  officers  although  almost  30  percent  of  the  enlisted  say 
they  had  some  college. 

It  is  a  common  finding  in  the  literature  of  participation  that 
persons  of  higher  socioeconomic  class  tend  to  participate  at  greater  levels 
than  persons  of  lower  socioeconomic  Ptatus.  This  process  is  known  as 
the  "standard  socioeconomic  model  of  participation"  (Verba,  et  al.,  1971) 
and  is  presented  below: 

Socioeconomic  Status  — *  Organizational  Orientation  — *  Participation 

The  explanation  for  this  relationship  has  been  thoroughly  documented 
by  Verba  4  Nie  (1972);  Verba,  Nie,  and  Kira  (1971);  and  Rusk  (1976).  It 
is  that  increased  levels  of  the  components  of  socioeconomic  status  are 
generally  accompanied  by  more  positive  attitudes  about  organizational 
lifestyles.  Those  positive  orientations  tend  to  move  the  individual  to 
higher  levels  of  participation. 

Host  Naval  Reservists  are  well  paid,  highly  educated  and  have  good 
jobs.  They  think  of  themselves  as  Americans  who  come  from  either  working 
or  middle  class  backgrounds.  We  have  shown  that  age  and  income  are 
related  to  the  intention  to  reenlist,  but  is  this  also  true  for  social 
class,  employment  and  education? 
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TABLE  4.3 


RELATIONSHIP  BETWEEN  PERCEIVED  SOCIAL  CLASS,  EDUCATION,  NATURE 
OF  EMPLOYMENT,  AND  THE  INTE  .TION  TO  REENLIST 


REENLISTMENT  INTENTION 


Definitely  Hope  Don't  Unlikely  Definitely  Number 
Will  To  Know  Will  Not 


Social  Class 


Upper 

bit 

14X 

lit 

IX 

8X 

bX 

(102) 

Middle 

47X 

17X 

24X 

6X 

7X 

53% 

(972) 

Working 

28X 

20X 

35X 

5X 

10X 

25X 

(465) 

Lower 

16X 

16X 

21X 

16X 

32X 

IX 

(1«) 

Reject  Class  Idea 

28X 

13X 

38X 

IX 

15X 

12X 

(210) 

Employment 

High  Executives 

62X 

17X 

15X 

2X 

3X 

14X 

(258) 

Busn.  Mgr. 

55X 

16X 

17X 

3X 

7X 

lbl 

1295) 

Admin.  Pers. 

46X 

17X 

28X 

5X 

5X 

12* 

1224) 

Clerical/Salea 

29X 

2  OX 

34X 

9X 

8X 

i:t 

(210) 

Skilled  Emp. 

33X 

18X 

33X 

5X 

11X 

28X 

(505) 

Semi-ski  lied 

2?v 

15X 

36X 

6X 

22X 

6% 

(107) 

Unskilled 

2 IX 

18X 

41X 

3X 

18X 

2X 

1341 

Students 

14X 

12X 

39X 

19X 

16X 

9X 

1170) 

Household  Worker 

39  X 

15X 

23X 

8X 

15X 

IX 

(13) 

Education 

Eight  Grade  or  Less 

55X 

27X 

9X 

9X 

01 

r 

ii  n 

Some  High  School 

32X 

i  7X 

27X 

8X 

17". 

M  A* 

vt>t>) 

High  School  Graduate 

32X 

18X 

30X 

5X 

14X 

23". 

14291 

Some  College 

29X 

14X 

34X 

10X 

12X 

24X 

(430) 

Associate  Degree 

36X 

16X 

35X 

6X 

8X 

\2X 

1  22  3) 

Technical  School 

37X 

18X 

35X 

4X 

71 

n 

1123) 

College  Graduate 

5  OX 

22X 

18X 

5X 

5X 

lbl 

(286) 

Graduate  School 

61X 

12X 

20X 

4X 

•71 

8X 

11591 

Professional  School 

65X 

16X 

12X 

7X 

OX 

SI 

1  1001 

Source:  1979  REDCOMREG 

SEVEN  Retention  Study 

^Percentage  figures  that 

do  not  total 

100  percent  are 

due 

to  round  iut; 

t*  n  ors . 

61 


Looking  at  Table  4.3,  it  Is  clear  that  the  higher  the  perceived  class, 
the  more  likely  one  is  to  stay  in  the  reserves.  As  one  moves  down  the 
column  from  upper  class  to  lower  class  the  percentage  figures  drop  from  a 
high  of  61  percent  to  a  low  of  16  percent.  Looking  at  the  employment 
categories,  a  more  objective  measure,  we  see  that  a  Bimilar  pattern  prevails. 
Th-err  is  a  slight  irregularity  between  clerical  and  skilled  employees  and 
another  anomaly  if  you  consider  household  workers,  however,  the  percentage 
figures  start  with  62  percent  among  unskilled  workers.  The  higher  the 
employment  category  the  higher  the  retention  rate.  Reservists  who  think 
of  themse'ves  as  upper  or  middle  class  and  who  have  good  Jobs,  intend  to 
continue  their  Naval  Reserve  participation.  Those  who  are  working  class 
are  more  uncertain,  hut  only  15  percent  of  these  believe  that  reenlistmant 
is  unlikely  or  impossible.  This  class-related  decrease  in  organizational 
activity  has  been  noted  by  Phillip  Converse  (1964)  in  his  srudy  of  mass 
publics . 

Education  is  somewhat  more  complicated  but  the  trend  still  persist*. 
Among  high  school  graduates,  32  percent  intend  to  definitely  reenlist, 
whereas,  among  college  graduates,  over  50  percent  intend  to  stay.  When 
one  controls  on  rank  we  find  that  41  percent  of  the  enlisted  college 
graduates  definitely  plan  to  reenlist.  The  one  exception  to  this  positive 
correlation  between  education  and  retention  is  among  that  1  percent  of 
the  reservists  with  less  than  an  eighth-grade  education.  Fifty-five 
percent  of  these  poorly  educated  reservists  say  they  definitely  will 
reenlist.  When  military  rank  is  controlled,  the  relationships  between 
social  class,  education,  employment  and  intention  to  reenlisl  is  essentially 
unchanged.  The  higher  the  socioeconomic  status,  the  greater  the  likelihood 
one  intends  to  reenlist. 

Support  from  Family,  Peers,  and  Employer.* 

It  is  reasonable  that  reservists  who  receive  support  from  their 
family,  pear  group  and  employer  would  be  more  likely  to  reenlist  than 
those  who  do  not  and  who  have  to  maintain  their  military  responsibilities 
in  opposition  to  the  opinions  of  those  groups  with  which  they  most  closely 
identify.  Table  4.4  shows  that  67  percent  of  those  whose  spouses  are 
supportive  definitely  will  rcenlist,  whereas  only  23  percent  of  those 
whose  spouses  provide  weak  support  plan  to  reenlist.  The  same  pattern 
persists  for  peer  groups  and  employers.  Norman  Ryder  (1965)  found  similar 
peer  group  and  familial  support  to  he  evident  in  an  individual's  continued 
participation  in  other  organizations  such  as  political  parties.  The 
percentage  figures  for  reservists  who  have  strong  peer  group  encouragement 
and  employer  goodwill  show  chat  the  higher  the  support  the  more  likely 
the  Intention  to  reenlist.  For  example,  under  the  column  entitled 
"definitely  will"  reenlist,  as  the  peer  group  support  declines,  the 
percentage  of  reservists  who  will  reenlist  declines  from  67  percent  to  30 
percent  and  to  19  percent.  The  same  is  true  for  employer  support  although 
not  as  much  of  a  drop  occurred. 


TABLE  4.4 


RELATIONSHIP  BETWEEN  SUPPORT  PROM  FAMILY, 
PVVPC  *Nr  VHTl  OVTR  AWn  WFTFNTTON 


INTENTION  TO  REENLIST 

Definitely  Hope  Don't  Unlikely  Definitely  Number 
Will  To  "now  Will  Not 


Family  Support* 


Very  Strong 

67* 

15X 

13Z 

1Z 

4X 

18Z 

(263) 

Moderately  Strong 

46% 

21Z 

25% 

4Z 

4% 

54Z 

(776) 

Don ' t  Know 

26% 

13Z 

44Z 

6X 

111 

9X 

(132) 

Moderately  Weak 

26X 

15% 

37Z 

10Z 

12Z 

14X 

(203) 

Very  Weak 

23Z 

9Z 

15Z 

16Z 

36Z 

5Z 

(67) 

Peer  Support** 

Very  Strong 

67Z 

16Z 

12Z 

3Z 

3X 

7Z 

(120) 

Moderately  Strong 
Don't  Know 

49Z 

18Z 

24X 

3X 

6Z 

39Z 

(693) 

32% 

17Z 

35Z 

8X 

8Z 

34Z 

(601) 

Moderately  Weak 

30Z 

17Z 

29Z 

9Z 

15Z 

16Z 

(288) 

Very  Weak 

19Z 

8Z 

30Z 

12Z 

30Z 

5Z 

(87) 

Employer  Support*** 

Very  Strong 

61Z 

11Z 

24Z 

2Z 

2X 

11Z 

(200) 

Moderately  Strong 

45Z 

20Z 

25Z 

5Z 

5Z 

35% 

(630) 

Don '  t  Know 

2bZ 

17Z 

33Z 

11% 

111 

28Z 

(504) 

Moderately  Weak 

37Z 

15Z 

28X 

5Z 

14Z 

18Z 

(328) 

Very  Weak 

37Z 

15Z 

24X 

3X 

20Z 

7X 

(128) 

Source:  1979  REDCOMREG  SEVEN  Retention  Study 
Note : 

*Family  Support  was  determined  by  asking  whether  the  reservists  agreeded  or 
disagreed  with  the  following  statement,  "My  spouse  is  very  supportive  of  my 
participation  in  the  Reserve  program." 

**Peer  Support  was  determined  by  asking,  "Most  of  my  friends  think  I  am  smart 
to  be  in  the  Naval  Reserve." 

***Employer  Support  was  determined  by  asking,  "My  civilian  boss  is  not  particularly 
happy  about  all  the  time  I  spend  st  the  Reserve  Center." 
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Where  there  is  support  from  these  outside  groups,  very  few  reservists 
say  they  are  going  to  get  out  of  the  Naval  Reserve.  In  cases  where  there 
is  strong  support  from  the  spouse,  only  4  percent  definitely  will  not 
reenlist;  where  there  is  strong  peer  support  only  3  percent  definitely  will 
not  reenlist;  and  where  there  is  strong  employer  support  only  2  percent 
definitely  will  not  reenlist.  Group  support  is  one  important  explanation 
of  retention. 

It  is  also  true  that  most  Naval  Reservists  think  that  the  general 
public  holds  a  Naval  Career  in  high  regard.  Sixty-three  percent  of  those 
questioned  were  of  this  opinion  compared  to  only  51  percent  who  thought 
otherwise.  Reservistr who  believe  the  Navy  projects  a  positive  Image  are 
also  more  likely  to  reenlist  than  those  who  do  not.  However,  of  the  659 
reservists  who  did  believe  that  the  public  holds  a  Naval  Career  in  low 
regard,  almost  one-third  of  them  said  they  definitely  would  reenlist  and 
another  third  indicated  they  hoped  to  reenlist.  Public,  opinion  is  not 
as  much  of  a  deterrent  to  reenlistment  as  the  pressure  from  family,  peers 
and  employers.  The  closer  the  group  is  to  the  reservist  the  more 
influence  it  is  likely  to  have.  Prudence  dictates  that  if  you  want  to 
retain  the  Naval  Reservists,  a  good  place  to  start  would  be  with  improving 
the  attitude  of  his  family  toward  Naval  Reserve  activities. 

If  support  from  these  social  groups  is  important  in  buttressing  Naval 
Reserve  participation,  it  could  be  that  reservists  who  see  a  recall  to 
active  as  disruptive  to  their  family,  economic  status  and  employment 
position  would  be  less  likely  to  reenlist  than  those  who  believe  such  an 
eventuality  would  not  be  too  disruptive.  Table  4.5  shows  that  44  percent 
of  the  reservistr think  a  recall  to  active  duty  would  be  highly  disruptive 
to  their  family,  40  percent  believe  it  would  be  highly  disruptive  to 
their  economic  status  and  43  percent  are  of  the  opinion  it  would  be 
highly  disruptive  to  their  employment  position.  Yet  approximately  one- 
third  of  the  reservists  in  each  of  these  categories  intend  to  definitely 
reenlist.  Even  so,  the  trend  is  still  in  the  predicted  direction  with  only 
31  percent  of  those  who  say  a  recall  would  be  highly  disruptive  to  their 
family  and  50  percent  of  those  who  see  it  causing  little  inconvenience 
definitely  reenlisting.  The  same  pattern  exists  among  those  who  perceive 
a  disruption  to  their  economic  status  and  employment  position.  These 
findings  support  our  earlier  conclusions  concerning  the  importance  of 
group  support  to  continued  reserve  participation. 

The  fact  that  a  large  percentage  of  reservists  still  plan  to  reenlist 
despite  their  feelings  about  the  disruption  it  would  cause  to  their 
social  group  may  be  explained  by  the  answers  to  the  following  question: 

"What  do  you  think  is  the  probability  of  your  being  recalled  to  active 
duty  during  the  next  five  years?"  Twenty-four  percent  believed  there  was 
a  zero  percent  chance  of  a  recall  and  32  percent  thought  there  was  a  20 
percent  chance.  Well  over  50  percent  of  the  reservists  see  little  or  no 
chance  of  being  recalled  any  time  in  the  near  future.  If  they  were  recalled, 
however,  5  percent  would  accept  eagerly,  30  percent  accept  willingly,  26 
percent  accept  neutrally,  23  percent  accept  unhappily,  and  7  percent  would 
resist.  Ten  percent  were  uncertain.  Although  a  rather  large  number  of 
reservists  have  some  reservations  about  a  recall,  most  of  them  would  "turn 
to"  wher.  the  time  comes. 
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TABLE  4.5 


RELATIONSHIP  BETWEEN  LEVEL  OP  SOCIAL  AND  ECONOMIC  DISRUPTION 
CAUSED  BY  A  RECALL  TO  ACTIVE  DUTY  AND  INTENTION  TO  REENLIST 


INTENTION  TO  REENLIST 


Disruption 

To  Social  Group 

Def ini tely 
Will 

Hope 

To 

Don' t 
Know 

Unlikely 

Definitely 
Will  Not 

Number 

Family* 

Don ' t  Know 

352 

182 

332 

62 

92 

92 

(163) 

None 

502 

92 

272 

32 

92 

52 

(97) 

Little 

472 

182 

272 

42 

52 

122 

(218) 

Moderate 

492 

172 

242 

42 

42 

29% 

(543) 

High 

312 

162 

302 

92 

142 

442 

(819) 

Economic  Status** 

Don't  Know 

272 

162 

352 

102 

122 

62 

(110) 

None 

432 

232 

252 

32 

62 

112 

(198) 

Little 

462 

182 

252 

52 

72 

14% 

(257) 

Moderate 

462 

172 

262 

42 

62 

30% 

(544) 

High 

332 

142 

302 

92 

132 

40% 

(731) 

Employment*** 

Don ' t  Know 

272 

182 

372 

92 

82 

92 

(164) 

None 

462 

202 

232 

52 

62 

112 

(199) 

Little 

442 

202 

272 

42 

42 

1J2 

(209) 

Moderate 

452 

182 

272 

42 

62 

26% 

(483) 

High 

352 

152 

282 

82 

132 

432 

(789) 

Source:  .1979  REDCOMREG  SEVEN  Retention  Study 

♦Disruption  to  family  was  measured  by  asking,  "How  disruptive  would  recall  to 
Active  Duty  be  to  your  family  life 7" 

♦♦disruption  to  economic  status  was  measured  by  asking,  "How  disruptive  would 
recall  to  Active  Duty  be  to  your  economic  situation?" 

♦♦♦Disruption  to  employment  was  measured  by  asking,  "How  disruptive  would 
recall  to  Active  Duty  be  to  your  employment  status?" 
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Military  Status  Characteristics  are  chose  attributes  derived  from  an 
Individual's  experience  In  various  military  organizations.  These 
attributes  determine  an  individual's  military  status,  and  in  this  study 
'.idtr  mostly  to  the  U.  S.  Naval  Reserve.  As  everyone  knows  who  has  had 
the  slightest  brush  wJ th  any  military  organization,  it  is  a  highly 
Structured, class  conscious  socieLy.  Everyone  wears  a  uniform  with 
numerous  enotgnia  designating  who  you  are  and  where  you  belong  in  the 
military  establishment.  Not  only  military  courtesy  is  involved,  but 
authority  relationships  are  clearly  spelled  out.  These  characteristics 
of  the  military  society  a’-e  very  important  if  the  organization  is  to 
perform  its  functi.  Where  one  fits  in  the  Naval  Reserve  will  undoubtedly 
have  a  good  deal  t  >  with  whether  the  individual  decides  to  reenlist 

or  extend. 

Table  4.6  shows  the  relationship  between  military  rank/rate  and 
intention  to  reenlist.  The  higher  tire  rank  or  rate  the  more  likely  the 
intention  to  reenlist.  Sixty-eigh*  percent  of  the  Captains  (CAPT's), 

67  percent  of  the  Commanders  (CDR's),  69  percent  of  the  Lieutenant 
Commanders  (LCDR'k),  52  percent  of  the  Lieutenant  (LT's),  56  percent  of 
the  Lieutenants  Junior  Grade  (LTJG's),  and  25  percent  ol  the  Ensigns  (ENS) 
intend  to  definitely  reenlist.  Seventy  percent  of  the  Warrent  Officers  (WO) 
definitely  intend  to  reenlist. 

When  you  turn  to  the  re  1  at i on sli ip  between  enlisted  rate  and  intention 
to  reenlist,  n  amiliar  pattern  emerges  with  one  major  exception.  Only  45 
percent,  of  the  Master  Chief  Petty  Officers  (MCPO's)  definitely  intend  to 
reenlist.  This  is  probably  explained  by  the  fact  that  niost  Master  Chief 
Petty  Officers  are  on  the  verge  of  retirement.  However,  starting  with 
Senior  Chie*  Petty  Officers  (SCPO’s),  we  find  that  67  percent  definitely 
intend  to  reenlist,  58  percent  of  the  Chief  potty  Officers  (CTO's),  47 
percent  of  the  First  Class  v  uv  Officers  (POJ's),  34  percent  oi  the 
Second  Clasa  Petty  Officers  (P02's) ,  20  percent  of  the  Third  Class  Petty 
Officers  (P03'h),  32  percent  of  the  Seamen  (SN's),  and  none  of  the  Seamen 
.'"pprontlce  or  Seamen  Recruits  (SA/SK's)  definitely  intend  to  reenlist. 

This  downward  trend  is  disturbing  since  by  far  the  largest  percentage  of 
the  individuals  in  the  Naval  Reserve  are  in  the  lower  rates  anti  parti¬ 
cularly  In  the  Petty  Officer  Class.  Among  all  Naval  Reservists  in 
Readiness  Command  Region  SEVEN,  25  percent  at'c  Second  Class  Petty  Of i  leers 
and  17  percent  are  either  First  Class  or  Third  cl  ass  Petty  Oliliet's. 

Moi,i.  of  these  individuals  are  undecided.  Clearly  tills  is  xiicmejv 

Important,  target  group  for  relent  ion. 

Ac  with  the  relationship  be tween  age  and  intention  t u  reenlist. 

Table  4.7  shows  that  a  similar  relationship  exlHts  between  longevity  in 
the  ‘{aval  Reserve  and  mention.  ''lie  longer  one  part  1  (pal  os  in  the 
program,  the  mule  ll'clv  lie  '  ‘  I!  decide  to  stay.  Looking  at  the  ills! 
column,  we  see  dial  ,i  inajul  jump  occurs  between  (lie  forth  and  111  III  years. 
Fur  those  who  have  been  In  the  Naval  Reset. ’e,  3  7  pci  coni  intend  to  iceellst; 
whereas  lot  (hose  viie  have  h  eu  In  lot  Jive  Veals,  5  1  percent  Intend  t  o 
dellnltily  reenlist;  and  lor  those  who  have  been  in  us  'nag  as  ,  iglit  vein  a, 
63  percent  Intend  to  stay.  II  one  < an  persuade  u  leseivisl  Lu  continue  to 
par '  I  eip/jl.e  longer  than  lout  years,  lie  Is  likely  t  o  at  ay  lot  twenty. 

to. 


TABLE  4.6 


RELATIONSHIP  BETWEEN  MILITARY  RANK  AND  INTENTION  TO  REENLIST 


Renk/ 

Rate 

Definitely 

Will 

Hope 

To 

INTENTION  TO  REENLIST 

Don't  Unlikely  Definitely 
Know  Will  Not 

Nunbor 

CAPT 

68% 

14% 

14% 

4% 

0% 

2%  (28) 

CDR 

67X 

12% 

13% 

3% 

5% 

3%  (61) 

LCDR 

69% 

13% 

16% 

OX 

1% 

7%  (130) 

LT 

52% 

28% 

17% 

1% 

1% 

5%  'm 

LTJC 

561 

17% 

6% 

11% 

11% 

1%  i 18) 

ENS 

23% 

00% 

30% 

25% 

OX 

.2%  <  ' 

WO 

71% 

14% 

14% 

0% 

0% 

.4%  (.  • 

MCPO 

43% 

9% 

36% 

02 

9% 

.6%  (11) 

SCPO 

67% 

8% 

21% 

0% 

4% 

1%  (24) 

CFO 

38% 

212 

132 

1% 

7% 

7%  (129) 

POl 

47% 

19% 

26% 

4% 

4% 

17%  (305) 

P02 

34% 

18% 

35% 

9% 

5% 

25%  (449) 

P03 

20% 

17% 

34% 

12% 

17% 

17%  (305) 

SH 

122 

13% 

33% 

92 

29% 

10%  (177) 

SA/SR 

0% 

4% 

39% 

8% 

50% 

1%  (26) 

Source*  1979  REDCOMREC  SEVEN  Retention  Study 
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TABLE  4.7 


RELATIONSHIP  BETWEEN  LONGEVITY  IN  THE  NAVAL  RESERVE  AND 
INTENTION  TO  REENLIST 


INTENTION  TO  REENLIST 

Definitely 

Will 

Hope 

To 

Don't  Unlikely  Definitely  Number 
Know  Will  Not 

Longevity 

Six  months 

132 

172 

462 

72 

172 

162 

(296) 

One  year 

212 

182 

372 

10% 

142 

112 

(206) 

Two  years 

182 

132 

382 

142 

172 

102 

(177) 

Three  years 

242 

1Q2 

352 

122 

112 

92 

(162) 

Four  years 

372 

212 

322 

32 

72 

52 

(91) 

Five  years 

512 

162 

222 

42 

72 

82 

(154) 

Eight  years 

652 

162 

172 

22 

12 

132 

(242) 

Twelve  years 

602 

202 

162 

22 

22 

102 

(175) 

Fifteen  plus 

592 

162 

152 

42 

62 

192 

(344) 

Source:  1974  REDCOMREG  SEVEN  Retention  Study 
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The  length  of  time  a  reservist  spent  on  active  duty  In  an  afloat 
command  was  not  a  predictor  of  one's  Intention  to  reenlist.  Forty  percent 
of  those  who  spent  one  year  afloat  and  forty-two  percent  of  those  with 
five  years  afloat  said  they  definitely  Intended  to  reenliat.  The  difference 
of  2  percentage  points  Is  too  small  to  be  of  any  significance. 

It  was  anticipated  that  those  who  came  from  military  families  would 
be  more  likely  to  reenlist  than  those  who  did  not.  No  such  relationship 
emerged.  In  fact,  there  was  a  slight  negative  correlation.  What  did 
emerge  was  that  almost  90  percent  of  the  reservists  said  they  did  not 
come  from  a  military  family  and  40  percent  of  these  said  they  definitely 
plan  to  reenlist. 

It  is  also  true  that  as  the  number  of  times  on  ACDUTRA  and  WETS 
increase,  the  more  likely  one  Intends  to  reenlist.  About  one-third  of 
the  reservists  have  not  been  on  any  WETS,  one-third  have  been  on  one  to 
three  WETS  and  one-third  on  four  or  more.  As  one  moves  from  no  ACDUTRA  to 
five  or  more,  the  percentage  of  those  who  say  they  will  definitely  reenlist 
goes  from  16  percent  to  20  percent  to  28  percent  to  42  percent  to  60 
percent.  The  rise  in  percentage  as  one  moves  from  no  WETS  to  five  or  more 
is  leas  steep  but  the  pattern  is  similar.  Thirty  percent  of  those  who 
have  not  been  on  any  WETS  say  they  definitely  will  reenlist  and  51  percent 
of  those  who  have  been  on  five  or  more  flay  they  definitely  will  reenlist. 

Mandatory  drlllera  are  those  reservist!  who  have  a  legal  obligation 
to  drill.  All  other  reservist  are  voluntary  participators.  Among  the 
275  mandatory  drillers  questioned  only  6  percent  say  they  definitely  will 
reenlist  whereAv  among  all  categories  of  voluntary  drillers  approximate lv 
40  percent  say  they  definitely  will  reenlist.  Since  the  mandatory 
drillers  are  recently  off  active  duty  and  presumedly  arc  the  moBt  up  to 
date  reservists  in  the  Readiness  Conraand,  the  extremely  small  percentage 
who  are  interested  In  continuing  represent  a  serious  retention  problem. 

Among  mandatory  drillers  40  percent  «ay  they  definitely  will  not  reenlist, 

19  may  but  think  it  unlikely,  29  percent  don't  know,  7  percent  hope  to 
and  6  percent  definitely  will  reenlist. 

To  Increase  the  akill  pool  in  the  Naval  Reserve,  the  Advatn  ed  Pay  Grade 
(APG)  Program  was  eatabllnhed.  These  are  individuals  with  no  ptevlous 
military  experience  but  who  have  civilian  Jobs  or  talents  that  the  Nnvv 
needs.  They  are  brought  Into  the  Naval  Reserve  and  given  a  rank  on  late 
commensurate  with  their  level  of  expertise.  Among  the  296  Al’C's,  3S 
percent  s  they  definitely  plan  to  reenlist  compared  with  33  percent  ot 
the  Navy  v  tcrano.  The  difference  Is  not  great  but  the  Al’C  seems  to  be  a 
slightly  better  retention  rise  than  regular  Navy  personnel. 

SI  t  ua  t  1  no  a  1  Fit  v  1  r  tinmen  I  a  I  Clou  ac  t  e  r  1  h  t  I  t'n  are  I  host  aspei t s  u!  an 
individual's  «nn  roundings  that  p  re  limits  on  behavior.  They  are  the 
constraints  o(  Lime,  distunes  and  pluee.  Tin-  critical  n  1  gu  1 1  i  eanee  of  t  lie 
urological  setting  has  long  been  rerog'i  I  red  bv  snrinl  si  lent  Isle  nucli  /is 
Skinner  (1971),  Maslov  (19  70)  and  P, ivies  (l'Jf’l).  Individuals  lion  (In'  tllv 
are  dJffeJenl  I  tem  th  se  In  tin*  count  rv.  Regional  dlllercnecn  In  I  In  Ihilteil 
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States  are  substantial  given  the  great  distances  and  varied  soil  and 
climatic  conditions.  The  time  it  takes  to  get  to  drill,  the  drill 
schedule,  and  many  other  situational  factors  may  explain  why  someone 
comes  to  drill  regularly  or  is  a  poor  attender.  Although  not  all 
situational  factors  can  be  changed,  clearly  some  might  be  modified  if  it 
were  found  to  be  important  in  improving  retention.  By  in  large,  however, 
it  was  found  that  situational  factors  provided  only  a  limited  explanation 
for  intention  to  reenlist. 

In  Readiness  Command  Region  SEVEN  it  was  found  that  the  size  of  the 
community  in  which  one  is  reared  and  the  area  where  one  lives  are  not 
highly  related  to  retention;  although,  people  who  are  from  large  cities 
and  individuals  who  currently  live  in  the  suburbs  are  more  inclined  to 
reenlist  than  others.  Area  of  the  country  also  seems  to  be  relatively 
unimportant.  However,  those  122  sailors  from  the  landlocked  Midwest 
seem  more  interested  in  reenlisting  then  their  neighbors  from  the  North, 

West  and  South.  Forty-eight  percent  of  those  from  the  Midwest  say  they 
definitely  will  reenlist  compared  to  33  percent  from  the  North,  40  percent 
from  the  West  and  40  percent  from  the  South.  The  differences  in  percentage 
are  small  and,  therefore,  we  must  conclude  that  one  geographical  location 
is  Just  about  as  good  as  another  as  a  source  of  personnel. 

The  number  of  miles  a  reservist  drives  to  drill  is  not  inversely 
related  to  the  intention  to  reenllst.  Figure  4.3  shows  that  as  the 
distance  to  the  Naval  Reserve  Center  increases,  there  ie  no  commensurate 
decline  in  intention  to  reenlist.  The  time  required  to  commute  to  drill 
also  is  insignificant.  Among  enlisted  Naval  Reservists,  30  percent  of  those 
who  drive  only  15  minutes  to  drill  and  37  percent  of  those  who  drive  five 
hours  or  more  definitely  plan  to  reenlist. 

It  must  be  pointed  out,  however,  that  as  gasoline  prices  increase 
this  could  easily  change.  Just  because  distance  and  time  we i e  no  obstacle 
to  drill  attendance  in  the  past  does  not  mean  that  a  change  in  the 
environmental  situation  would  not  be  reflected  in  the  reservist's 
willingness  to  participate,  especially  since  his  primary  motives  seem  to 
be  economic.  The  trend  line  for  officers  and  enlisted  are  essentially 
similar.  Controling  on  rank  does  not  change  the  relationship. 

The  relationship  between  a  reservist's  preference  for  weekend  or 
weekday  drill  ind  his  intention  to  reenllst  is  not  strong.  However,  it 
ia  clear  that  most  reservists  like  weekend  drills,  Seventy-seven  percent 
uay  rhey  prefer  weekend  drills  and  only  9  percent  prefer  weekday  drills. 

In  summary  we  find  that  the  most  important  reasons  given  for  Initially 
affiliating  with  the  Navel  Reserve  are  drill  pay  and  retirement  witli 
patriotism  a  poor  third.  Most  Naval  Reservists  are  white,  Protestant, 
married  males  with  a  couple  of  dependents.  They  arc  we]]  educated,  have 
a  aood  Job  and  think  of  themselves  as  either  working  or  middle  class 
Americano.  We  find  that  the  higher  the  socioeconomic  level,  the  higher 
tlie  Intention  to  reenllst.  Among  reservists  who  have  the  support  of  their 
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Miles  to  Drill  Site 


Figure  4.3  Relationship  Between  Miles  to  Drill  Site  and  Intention 
to  Rccnlist  Among  Enlisted  Personnel 
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family i  peers,  and  employers,  Intention  to  reenllat  ia  high.  Military 
rank  and  rate  are  strongly  associated  with  the  intention  to  reenllat  as 
la  age,  longevi  y  and  the  number  of  VETS  and  ACDUTRA's.  Environmental 
and  situational  characteristics  were  much  less  significant  than  supposed, 
Distance  to  the  drill  site,  time  of  commuting,  area  of  the  country,  and 
location  of  ones  residence  were  relatively  poor  predictors  of  intention 
to  reenllst. 
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CHAPTER  V 


CULTURAL  SOCIALIZATION 


So  ouch  of  what  one  thinks  about  his  proper  role  in  society  depends 
on  early  cultural  socialization.  CULTURAL  SOCIALIZATION  refers  to  the 
whole  process  by  which  people  with  certain  behavioral  characteristics 
learn  to  adopt  the  norms,  values  attitudes  and  behaviors  acceptable  and 
practiced  by  the  ongoing  social  system.  The  process  specifies  the  range 
of  what  is  customary  and  acceptable,  but  it  also  involves  the  development 
of  an  affective  moral  commitment  to  the  social  society  whether  it  be 
civilian  or  military.  (Sigel,  1970,  xii;  Lawler,  i9?j •  Child,  19 >1,  p.  655). 

The  socialization  of  a  sailor  is  a  process  whereby  a  "landlubber" 
learns  the  elaborate  set  of  values,  beliefs,  roles,  norms  and  expectations 
that  will  make  it  possible  for  him  to  become  part  of  the  Navy.  All 
societies  establish  procedures  through  which  their  culture  can  be 
transmitted  and  perpetuated  to  succeeding  generations.  This  is  even  more 
true  of  subcultures  which  roust  maintain  their  bulkheads  against  the 
continual  eroding  effects  of  changing  social  currents.  The  indoctrination 
of  a  sailor  begins  in  boot  camp ,  is  completed  aboard  ship  and  may  be 
Indefinitely  extended  through  participation  in  a  reserve  unit. 

Louis  A.  Zurcher,  Jr.,  has  brilliantly  described  these  experiences  in 
two  articles:  one  on  Naval  recruit  training  and  the  other  on  the  sailor 
aboard  ship.  (Zurcher,  /UJ  an d/9Tr).  In  both  articles  he  focuses  on 
role  assimilation  and  role  behavior  in  a  "total  institution".  A  total 
institution  is  a  place  of  residence  and  work  where  a  large  number  of  like- 
situated  individuals  cut  off  from  the  wider  society  for  an  appropriate 
period  of  time,  together  lead  an  enclosed,  formally  administered  round  of 
life."  (Coffman,  1961,  xiii) .  In  the  Navy  both  boot  camp  and  a  ship 
resemble  a  total  institution  whose  function  is  to  "de-civiliani.:e"  the 
individual  and  prepare  him  for  war. 

This  intense  socialization  experience  occurs  at  a  time  in  a  young 
persons'  life  when  he  may  be  going  through  what  Eric  Erickson  calls  an 
identity  crials.  a  period  of  uncertainty  when  their  youth  has  ended  and 
they  have  not  yet  become  mature  adults.  "Out  of  this  emotional  and 
intellectual  turmoil,"  says  Erickson,  "each  person  must  forge  for  himself 
some  central  perspective  and  direction,  some  working  unity  out  of  the 
effective  remnants  of  his  childhood  and  the  hopes  of  his  anticipated 
adulthood  he  must  detect  some  meaningful  resemblance  between  what  he  has 
come  to  see  in  himself  and  what  his  sharpened  awareness  tells  him  others 
Judge  and  expect  him  to  be."  (Erickson,  1958,  p.  14) 

Obviously  boot  camp  is  a  kind  of  "shock  treatment",  that  is  incisive 
in  its  deprivations.  There  1b  a  kind  of  "knifing  off  of  past  experiences" 
and  a  grafting  on  of  a  different  self  linage.  The  individual  has  a  new 
picture  of  himself  as  s  physical  and  psychological  person  who  has  been 
initiated  into  a  new  culture.  The  assimilation  is  completed  aboard  ship 
where  the  "new  man"  soon  finds  his  place  and  learns  the  Navy's  myths, 
traditions,  rituals,  and  customs  -  lie  becomeu  a  "squnrcd-nwny "  sailor. 
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Attitude  Toward  Active  Duty  Experience 


In  studying  the  retention  problem  of  the  Naval  Reserve,  the  relevance 
of  this  early  socialization  experience  may  be  extremely  important 
especially  if  there  is  no  break  in  service.  The  Navy  Reservist  may  leave 
active  duty  and  immediately  start  drilling  once  a  week;  or  one  weekend 
each  month.  At  their  Naval  Reserve  Centers  there  is  an  effort  to  maintain 
the  values  of  the  Navy  subculture  -  walls  are  "bulkheads",  floors  are 
"decks",  stairs  are  "ladders",  ceilings  are  "overheads",  et  cetera. 

The  Navy  Reservist  is  also  required  to  go  back  on  14  days  ACDUTRA 
(Active  Duty  for  Training)  each  year  where  he  gets  a  kind  of  "booster 
shot"  to  strengthen  his  ties  to  the  service,  refresh  his  skills,  and 
remind  him  of  who  he  is  -  a  "card-carrying  member"  of  the  Naval  Establishment- 

If  the  procedures  designed  to  inculcate  Navy  values  into  the  individual 
were  effective  in  producing  a  "squared-away  sailor,"  then  we  would  expect 
that  the  frequent  refresher  experience  he  receives  as  a  member  of  a 
drilling  reserve  unit  would  be  sufficient  to  retain  him  as  an  active  and 
enthusiastic  member  of  the  Naval  establishment. 

The  fact  is  the  Initial  experience  may  not  have  been  positive,  the 
experience  on  active  duty  may  have  been  a  disaster,  and  the  Reserve  drill 
may  seem  dull  and  tedious. 

When  asked  about  their  active  duty  experience,  we  see  in  Table  5.1 
that  most  reservists  had  extremely  positive  attitudes  regarding  their 
active  duty  experience.  Sixty  percent  said  they  remember  being  serious, 

55  percent  accepted,  53  percent  useful,  39  percent  respected  and  26 
percent  Influential.  Looking  under  the  negative  attitudes,  we  see  that 
only  17  percent  remember  being  disgusted,  15  percent  bored,  15  percent 
wasteful,  16  percent  harassed  and  8  percent  hosLile.  Only  a  small 
percentage  of  those  in  the  Naval  Reuerve  remember  their  active  duty 
experience  ap  unpleasant. 

Table  5.2  shows  levels  of  agreement  and  disagreement  with  a  series  of 
statements  concerned  with  the  reservist 'a  attitude  toward  the  U.  S.  Navy 
in  general  and  the  Naval  Reserve  in  particular.  It  is  an  effort  to  under¬ 
stand  how  closely  reservists  identify  with  the  Navy  ns  a  subculture.  Do 
they  continue  to  have  positive  or  negative  feelings  about  the  group?  Is 
it  a  special  world  with  a  unique  language  that  makes  them  feel  at  home; 
or  is  it  the  kind  of  association  where  they  are  constantly  harassed, 
bored,  and  uncomfortable. 

Looking  at  the  Beriea  of  questions  under  "positive  images"  in  Table  5.2, 
we  find  that  61  percent  of  the  reservists  like  to  call  things  by  their 
Navy  names  such  as  "deck",  "bulkhead",  and  "overhead",  60  percent  think  the 
Naval  Reserve  is  a  special  world  that  not  everyone  belongs  to,  and  59 
percent  suy  the  Navy  is  like  being  part  of  n  Mg  family.  Most  leservlstr 
have  a  strong  sense  of  identity  with  the  Navy.  They  are  part  of  this 
culture  and  they  feel  at  home  and  comfortable.  Desplc-  the  overall 
positive  association  with  the  Navy  world,  the  reservist  slops  short  of 
giving  enthusiastic  support  to  the  "idea  of  going  to  sea."  Only  35  percent 


TABLE  5.1 


ATTITUDES  TOWARD  ACTIVE  DUTY  EXPERIENCE  (OFFICER  AND  ENLISTED)* 


How  Do  These  Words 

Describe  How  You  Felt 

While  on 

Active  Duty? 

Descriptive 

Words 

To  A  Great 
or  Very  Great 
Extent 

To  Some 
Extent 

To  Little  or 
No  Extent 

Positive  Attitudes 


Serious 

602 

312 

92 

Accepted 

552 

352 

112 

Useful 

532 

342 

142 

Respected 

392 

402 

212 

Influential 

262 

412 

332 

Negative  Attitudes 

Disgusted 

172 

302 

542 

Bored 

152 

332 

522 

Wasteful 

152 

272 

592 

Harassed 

162 

242 

602 

Hostile 

82 

162 

812 

Source!  1979  REDCOMREG  SEVEN  Retention  Study 

*Percentage  figures  that  don't  total  100  percent  are  due  to  rounding 
errors. 
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TABLE  5.2 


THE  RESERVE'S  IMAGE  OF  THE  NAVAL  RESERVE  * 


Item 

Level  of  Agreement 

Agree 

Don't  Know 

Disagree 

Positive  Image a 

1. 

I  like  to  call  things  by  their  Navy  names 
such  as  "deck,"  bulkhead"  and  "overhead." 

61% 

16% 

22% 

2. 

The  Naval  Reserve  is  a  special  world  that 
not  everybody  belongs  to. 

60% 

14% 

26% 

3. 

The  Navy  is  like  being  part  of  a  big  family. 

59% 

16% 

25% 

4. 

I  like  things  that  are  thought  of  as  typically  Navy. 

57% 

18% 

26% 

5. 

The  slogan,  "It's  not  Just  a  Job,  it's  a» 
adventure"  is  really  true. 

52% 

15% 

33% 

6. 

The  lot  of  the  average  sailor  is  improving. 

48% 

27% 

24% 

7. 

The  whole  idea  of  "going  to  sea"  ia  a 
romantic  and  appealing  idea  to  ire. 

35% 

16% 

50% 

Negative  Images 

8. 

Haras  etas  r.u  Is  a  constant  part  of  life  when 

I  am  at  ori 11. 

18% 

10% 

72% 

9. 

L  would  not  mind  covu.ig  to  drill  as  much  if 

1  did  r.ot  have  to  got  all  diessed  up. 

21% 

11% 

67% 

10. 

You  can't  help  wondering  whether  anything 
concerning  che  Navy  1b  worthwhile. 

19% 

16% 

64% 

ii. 

Moat  of  what  pauses  for  training  i3  useles.. 
and  boring. 

42% 

10% 

48% 

12. 

The  Navy  seeraa  to  be  more  interesteo  in  my 
appearance  chan  my  anility  to  no  the  job. 

sit 

11% 

46% 

13. 

To  pretend  vou  are  on  a  real  ship  when  you 
are  at  the  Naval  Reserve  Center  is  absurd. 

48% 

18% 

35% 

14. 

A  major  problem  is  the  amount  of  "Hickey 

Mouse"  things  that,  go  on  in  the  military. 

64% 

12% 

25% 

Source)  1979  REDCOMREC-  SEVEN  Retention  Study 

^Percentage  figures  that  don't  total  100  percent  are  due  to  rounding  errors. 
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could  say  that  the  idea  of  going  to  sea  is  still  "romantic";  however, 

52  percent  still  think  the  slogan,  "it's  not  just  a  job,  it's  an 
adventure"  is  really  true.  Some  of  the  romance  might  have  worn  off, 
but  most  reservist!  are  excited  about  their  association  with  the  Navy. 

This  positive  orientation  is  further  reinforced  when  you  take  into 
account  the  responses  to  negative  statements  about  the  Naval  Reserve. 

These  sentiments  are  sometimes  expressed  around  the  Reserve  Center,  but 
Just  how  deep  is  the  discontent?  Is  it  just  the  grumbling  of  a  few 
"malcontents"  or  are  these  feelings  widespread?  Looking  at  the  series 
of  statements  under  "Negative  Images"  in  Table  5.2,  we  see  that  most 
reservist!  are  not  in  agreement  with  many  of  these  criticisms.  Seventy- 
two  percent  disagree  that  harassment  is  a  constant  part  of  life  when  at 
drill,  67  percent  disagree  that  getting  dressed  up  (in  uniform)  to  come 
to  drill  is  a  problem,  and  64  percent  disagree  that  the  Navy  i s  not 
worthwhile . 

Most  reservist/  may  reject  these  statements  because  they  are  phrased 
in  aosolute  terms  such  as,  "harassment  is  constant"  or  "you  can't  help 
wondering  whether  anything  concerning  the  Navy  is  worthwhile."  When 
you  substitute  more  moderate  phrases  such  as  most  instead  of  all,  a 
greater  percentage  of  reservist  are  inclined  to  accept  the  criticism  as 
having  some  merit.  For  example,  64  percent  of  the  reservists  are  of  the 
opinion  that  a  major  problem  with  the  military  in  general  and  the  reserve 
in  particular  is  the  amount  of  "Mickey  Mouse"  things  that  go  on,  and  4S 
percent  agree  that  to  pretend  you  are  on  a  real  ship  when  you  are  at  the 
Naval  Reserve  Center  is  absurd.  These  reactions  indicate  that  a  good 
deal  more  realism  may  be  appropriate  since  sow  of  the  criticism  of  the 
Naval  Reserve  are  genuine  and  widespread.  The  overall  pattern  of 
responses,  however,  leads  the  reader  to  the  conclusion  that  most  Naval 
Reservist* are  closely  identified  with  the  Navy. 

The  question  remains  as  to  whether  those  reservist/ who  closely 
identify  with  Navy,  accepting  its  good  points  and  rejecting  its  bad 
points  arc  those  who  are  most  likely  to  recnlist.  Table  5.3  shows  that 
reservist* who  have  a  positive  image  of  the  Navy  arc  much  more  likely  to 
reenlist  than  those  whe  have  a  negative  image.  SixLy-slx  pci  cent  ol 
those  who  strongly  agree  that  they  like  things  that  aio  typtoiilv  N.i.-y 
and  only  12  percent  of  those  who  strongly  disagree  will  delinitely  reel  :i;  t 
Among  those  who  strongly  agree  that  the  Navy  is  like  being  in  a  big 
family,  b I  percent  iuterd  to  reenliwl  whereas  only  J7  pci  cent  of  those 
who  strongly  disagree  with  this  statement  will  recnlist.  Looking  at 
the  two  negative  items,  the  name  message  is  common  ieated ,  Oulv  20  pet  .-cut 
of  those  who  think  harassment  is  a  constant  part  of  tlulr  drill  experience 
say  tli  >y  intend  to  recnlist  and  .'>8  percent  of  those  who  di  sag  too  intend  t< 
roonllst.  It  is  also  true  that  only  22  percent  ol  tltos.  who  stiongly 
agree  that  the  Navy  seenm  more  ini  crested  in  t  he  1 1  appear.-ir.ee  :  nan  tin’ll 
ability  to  do  the  Job  intend  to  definitely  reenllst.  In  all  foul  cases  the 
percentage  figures  run  in  the  predicted  direction. 
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TABLE  5 . 3 


RELATIONSHIP  BETWEEN  IMAGE  OF  THE  NAVY  AND  INTENTION  TO  REENLIST  * 


Intention  Reenlist 

Statement 

Will  Hope 

Don't  Unlikely 

Will 

N 

To 

Know 

Not 

Positive  Items 


I  like  things  that 

SA 

66% 

19% 

11% 

00% 

3% 

10% 

(175) 

are  thought  of  as 

A 

48% 

20% 

23% 

4% 

6% 

47% 

(848) 

typically  Navy. 

DK 

29% 

17% 

36% 

9% 

9% 

18% 

(324) 

D 

14% 

13% 

39% 

9% 

13% 

21% 

(386) 

SD 

12% 

6% 

28% 

19% 

34% 

5% 

(89) 

The  Navy  is  like 

SA 

61% 

16% 

17% 

2% 

4% 

10% 

(177) 

being  part  of  a 

A 

44% 

20% 

26% 

4% 

6% 

49" 

(896) 

big  family. 

DK 

34% 

17% 

30% 

.10% 

9% 

16% 

(298) 

D 

32% 

13% 

34% 

9% 

14% 

19% 

(339) 

SD 

17% 

7% 

34% 

Is/* 

28% 

6% 

(109) 

Negative  Items 

Harassment  is  a 

SA 

20% 

9% 

34% 

8% 

28% 

4% 

(76) 

constant  part  of 

A 

29% 

16% 

31% 

9% 

15% 

14% 

(255) 

life  when  I  am 

DK 

21% 

17% 

41% 

10% 

10% 

10% 

(185) 

at  drill. 

D 

A2% 

15% 

2  7% 

5% 

7% 

55% 

(997) 

SD 

58% 

13% 

.17% 

5% 

7% 

17% 

(308) 

The  Navy  seems 

5A 

22% 

11% 

3% 

13% 

23% 

15% 

(27  3) 

more  interested 

A 

35% 

18% 

31% 

87. 

8% 

28% 

(511) 

in  my  appearance 

DK 

29% 

17% 

37% 

7% 

10% 

1 1% 

(196) 

than  my  ability 

D 

50% 

18% 

24% 

3% 

5% 

41% 

(755) 

to  do  the  Job. 

SD 

66% 

15% 

11% 

0% 

8% 

5% 

(89; 

Source:  19 79  REDCOMREG 

*Percentap,e  figures  that 

SEVEN 

don '  t 

Retention 

total  100 

S  t  udy 

percent 

are  due 

to  rou 

udiiik; 

.■  rmr 

In  summary  we  find  that  reservists  who  have  been  positively  socialized 
ir.to  the  Navy  culture  intend  to  reenllst,  but  those  who  feel  like  they 
are  outsiders  or  like  they  are  abused  will  decide  to  leave.  Most  Naval 
Reservists  strongly  identify  with  the  Navy.  The  transition  from 
"landlubber"  to  sailor  is  complete.  Their  experience  on  active  duty 
was  extremely  positive  and  they  feel  comfortable  as  part  of  an  organi¬ 
zation  that  has  many  special  qualities.  Those  who  like  things  that  are 
typically  Navy  are  glad  to  have  an  opportunity  to  continue  their  parti¬ 
cipation  in  the  Naval  Reserve. 


CHAPTER  VI 


SATISFACTION 


The  reasons  reservists  give  for  joining  the  Navy  are  their  expectation 
of  tangible  rewards  In  tin'-  form  of  pay  and  retirement  benefits.  These 
name  reasons  are  given  for  continuing  their  participation,  except  when 
they  are  naked  what  they  expect  from  their  work  experience,  they  Inevitably 
expreaa  the  need  for  greater  intrinsic  rewards  such  aa  feelings  of 
accomplishment  and  self-esteem.  It  is  our  conjecture  that  the  Rrcator 
their  level  of  satisfaction  with  their  work  in  the  Naval  Reserve,  the 
more  likely  they  intend  to  reenlist.  This  chapter  Investigates  the  levels 
of  satisfaction  reservist/ have  with  Various  aspects  ol  the  Naval  Reserve 
and  shows  how  these  attitudes  relate  to  the  intention  to  reenlisr. 

In  order  to  determine  the  level  of  satisfaction  of  reservists  with 
their  Naval  Reserve  experience,  each  reservist  was  naked  whether  he  was 
satisfied  or  dissatisfied  with  various  aspects  of  the  Reserve  program. 
as  previously  stated  in  Chapter  I,  this  strategy  follows  the  lead  o' 

Smith,  et  al .  (1969).  They  address  satisfaction  in  terms  of  multiple 
satisfaction  in  relation  to  affective  responses  to  mnnv  facets  of  the  job 
situation.  These  items  were  first  formulated  in  Zutoher's  1974  Study  of 
the  Attitudes  of  Reservists  in  two  California  Readiness  t'oiiimands .  Thev 
arc  used  here  to  test  the  reliability  of  the  satisfaction  scale  and  to 
make  a  comparison  of  reservists'  attitudes  in  RFDCOM  RKC  SEVEN  with  those  of 
reservists  in  REDCOMSFRAN  and  LOSA. 

These  items  are  ranked  in  Table  6.1  according  to  the  povoeiu  ol 
satisfied  responses  obtained.  The  aspect  of  their  Naval  Reserve  experience 
they  are  most  satisfied  with  is  comradeship  and  the  one  they  arc  least 
satisfied  with  is  equipment.  Reservists  are  not  very  satiatied  with  some 
of  the  most  important  aspects  of  the  Naval  Reserve  Program.  Only  19 
percent  were  satisfied  with  the  equipment,  and  only  26  percent  were 
satisfied  with  training.  F.quipment  and  Training  should  be  two  of  the 
moat  attractive  aspects  of  the  Naval  Reserve,  but  in  the  opinions  of 
reservists,  they  rank  right  at  the  bottom  of  the  list.  Associated  with 
the  dissatisfaction  concerning  equipment  and  training,  we  find  that 
reservists  are  not  pleased  about  their  "sense  of  aecompl Ishment", 

"how  the  drill  compliments  their  civilian  occupation",  "how  their  talents 
and  abilities  are  utilised",  and  "their  amount  of  responsibility." 

Table  6.2  provides  an  Insight  into  the  reservist'  evaluat Ion  of  how 
his  time  is  utilized  ut  reserve  drill.  The  lop  ranking  .uMvitios  lot 
spending  two  little  time  relates  to  rate  training  and  pi ol ess i oun I 
reading.  Reservists  also  feel  that  they  would  benefit  bv  having  an 
opportunity  to  talk  with  people  outside  their  unit.  More  time, they 
feel, should  bo  spent  on  counseling.  They  also  feel  too  much  time  it 
consumed  in  writing  reports  uud  attending  meetings.  Reservist"  would  life 
to  reduce  the  amount  of  t lmo  they  spend  engaged  in  such  useless  activities 
as  idle  chatter,  sitting,  staring  and  daydreaming.  Cleat ly  Naval 
reservist;  want  to  minimize  wasted  lime  and  increase  the  amount  ol  t  line 
they  spend  doing  their  Job.  Even  though  much  of  this  must  be  > egarded  as 
a  criticism  of  themselves  as  well  aa  the  Naval  Reserve,  it  is  obvious  that 
Naval  Reservists  would  prefer  to  work  in  a  more  pro  !■.: -t  i  ve  envi ;  mimoi.i  . 


TABLE  6.1 


SATISFACTION  WITH  VARIOUS  ASPECTS  OF  THE  NAVAL  RESERVE 
DRILL  EXPERIENCE  OFFICERS  AND  ENLISTED 


Aspect  of 

Naval  Reserve 

Percent 

Satisfied 

Aspect  of 

Naval  Reserve 

Percent 

Satisfied 

Comradeship 

66% 

Drill  Experience 

42% 

Personal  Appearance 

Amount  of  Authority 

41% 

Regulations 

66 % 

Rank  and  Rating 

41% 

Uniform  Rqr. 

63% 

Opportunity  for 

Drilling  Unit 

bn 

Promotion 

4U. 

Designator /Rate 

53% 

Responsibi 1 i ty 

37% 

Unit  Admin.  Support 

51% 

Readiness  Command  Support 

372. 

Drill  Schedule 

50% 

Talents  and  Ability 

Supervisor 

49 1 

Utilization 

3.V„ 

In  General 

487 

How  Drill  Compliments 

Recognition  Received 

47% 

Occupation 

j.'O 

Kes.  Center  AcDu 

Fringe  benefits 

3  *  *  /  ■ 

Support 

43% 

Unit  Social  Events 

■»<r 

Amount  Drill  Pay 

43% 

Sense  of  Accomplishment 

2?;'. 

Status 

42% 

Training 

2(>r. 

Drill  Time 

42% 

Equipment 

19% 

Source:  1979  REDCOMREG  SEVEN  Retention  Study 
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TAB  IK  t*.2 


NAVAI.  RKSKRVK  TIHK  UTILIZATION 


Actlvltiea 


Percent age 
Who  Agree 


Too  Little  Time 


1.  Working  In  Rate 

2.  Rending  profess Iona  1  material 

3.  Talking  with  people  outside  the  unit  (.i.o.  KKUCOM 
Staff,  people  In  other  units  and  ACPI1  personnel 

4.  Assessing  needs  ol  people  you  serve  and  counseling 
b.  Scheduling  Time 

Too  Much  Time 

1 .  Writing  Report s 

2.  Attending  Meetings 
.3.  Idle  Chatter 

4.  Sitting  and  Staring 

5.  Daydreaming 


Source:  JS/9  KEDCOMRKG  SEVEN  Retention  Sludv 


When  a  compaitson  is  made  between  (ho  attitudes  <>(  on  Hat  oil  reseivlstj 
,n  SUJsSS^KAN/l  I'*5  A  oml  RFIKOMUtt  SK.VFN  In  l^7») ,  wo  find  that  tlto 

tank  order  ot  mean  nut  tat  not  (on  score?  are  vovv  similar.  In  both  oases 
a;,  shown  in  tahlo  t>.  t,  comr  ndesh  i  p  in  ranked  number  one ,  ami  equipment  i  a 
on  t  ho  bottom  ot  t  ho  list.  Those  seorea  range  flora  a  high  of  *»  to  a  low 
ot  1.  I  ho  average  soovo  on  oaoh  question  In  tho  moan.  Tho  similarity 
in  wans  is  qutto  olono  on  a  nnmhov  of  Important  Items.  For  example, 
vhon  wo  look  at  tho  lovol  oi  satisfaction  with  tholr  ourvont  unit,  tho 
wan  scores  ate  .'.(''1  and  Is.  In  tho  last  low  voavs  there  sooms  to 
bo  11  tt  lo  change  In  tho  lovol  ot  sat  1st  act  Ion  that  reservists  havo  regarding 
tholr  units,  tholr  pay  and  tholr  training  experience. 

Kosorvtstr  in  KKOtlrtM  SKVFN  do  seem  more  sat  1st  tod  with  military 
requirements  such  as  unttonn  and  personal  appearance,  whereas  reservist!' 
in  KFIU’OMSFKAN  and  1.0SA  woto  mote  satisfied  with  tholr  promotion 
potential  and  general  reserve  experience;  however,  the  major  Impression  one 
has  In  comparing  these  columns  ot  mean  satisfaction  scores  is  that  things 
haven't  changed  much  In  tho  Naval  Reserve,  and  that  reservists  in  this 
area  of  tho  Southeastern  United  States  and  thosi  in  California  have 
similar  attitudes  and  opinions  shout  tholr  Nava’  Reserve  experience.  In 
most  oases  reservists  are  sat  1st  led  and  dissatisfied  with  the  same  aspects 
ot  the  Naval  Reset ve. 

Even  though  t  ow  reservists  in  KFlH'OMRiu  SKVKN  aro  dissatisfied  with 
what  might  he  considered  the  military  environment.  Table  (>.•’*  shows 
the  variables  vhUh  are  the  most  sensitive  predictors  ot  retention. 

Tho  ilamma  measure  oi  association  ho  tween  satisfaction  with  uniform 
requirements  and  the  intention  to  roenllst  is  .  47<>,  Fersonal  appearance 
requirements  are  not  tar  behind  with  a  gamma  of  .•«*'<».  If  reservists 
are  not  too  unhappy  with  the  wav  the  Navv  expects  them  to  look,  then  they 
most  Itkelv  will  cent  Inue  their  part  le  Ipat  Ion.  flic  tact  that  so  few 
reservists  are  dissatisfied  with  these  aspects  ot  the  Naval  Reserve  reduces 
Its  Importance  In  explaining  why  such  large  lumbers  decide  to  drop  out; 
however.  It  remains  a  sensitive  Issue. 

’’rob  *.Mv  a  better  piedictet  ot  retention  i:  the  attitudes  concern  lug 
the  genera  reserve  expet leuee  and  the  drill  experience  ol  tin'  reservists. 
This  must  reptesent  a  composite  of  mnnv  opinions  and  in  some  ways  mav  he 
considered  a  kind  ol  balance  sheet  In  which  the  reservist  subjectively 
weighs  the  pros  and  eons  and  comes  up  with  an  individual  evaluation  ol  his 
expo  r  i  rttee  . 

We  learned  oavllei  that  sR  pel  .out  ot  the  reservists  in  KFIHMMRFtl 
SI  VI  N  are  sat  1st  led  with  their  general  reserve  experience  and  about  •>  ' 
percent  are  sat  1st  led  with  their  dr  i  11  expel  ieneo.  Table  t* .  •*  Indicates 
that  the  more  satisfied  one  ( a  wtth  these  experiences,  the  move  llkelv 
he  intends  t  o  reeiillst.  Vhe  bnnima  measures  ol  assoc  l  al  i  on  are  .  nfw 
arid  .  s  \  2  respect  ivelv.  These  two  variables  are  the  host  piedteters  ot  the 
Intention  to  reenilst  with  t  lie  except  Ion  ot  uniform  voqui  i  enieut  s  and 
personal  appeal  mice  vail. shies. 
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TABLE  6.4 


RELATIONSHIP  BETWEEN  HOW  RESERVISTS  KEEL  ABOUT  THE  NAVAL  RESERVE 
AND  THEIR  INTENTION  TO  REENLIST 


Naval  Reserve 
Experience 

Gamma * 

Naval  Reserve 

Exper i once 

Gamma 

Uniform  Requirements 

.4  76 

Author! t  v 

.  368 

General  Reserve 

Current  Unit 

.  352 

Experience 

.  4o7 

Rank  or  Rate 

.  34  7 

Personal  Appearance 

Supervisors 

.  329 

Requi re men ts 

.  -So 

Ta len t  U< 1 1 i zat  i  on 

.  32  <> 

Drill  Experience 

Drill  Day 

.  30  3 

Generally 

.442 

Trai n lng 

.291, 

Amount  of  Time 

Rate  or  Rating 

.283 

Required  to  Drill 

.  425 

Unit  Social  Events 

.275 

Amount  of  Status 

.415 

RKDCOM  Support 

.  255 

Drill  Compliments 

Fringe  Benefits 

.  2  32 

Civilian  Occ. 

.  397 

Opportunity  foi 

Amount  of  Recognition 

.  3o9 

Promot ton 

.  22  3 

Responsibility 

.  355 

Station  Keeper  Support 

.  189 

Comradeship 

.  365 

Equipment 

.  .168 

Source:  1979  NAVRKDRKG  SEVEN  Retention  Study 

*The  Garrsna  Measure  of  Association  Is  used.  A  gamma  approaching  +1 
indicates  a  strong  positive  association;  and  a  gamma  approaching  -l 
indicates  an  inverse  relationship.  Those  gamma's  near  zero  Indicates 
a  weak  relationship. 


As  or.f  novi's  down  (In-  column  ol  ganma  measures  ot  association  In 
Table  <>.4,  It  becomes  clo.iv  that  ttio.ro  nro  no  negative  an  hoc  i  o'  ions.  All 
of  tho  variables  con corned  with  Hat  Intact  Ion  of  various  aspects  of  the 
Reserve  program  are  posit tvclv  related  to  tho  Intention  t n  rcenllst. 

Although  sosi'  are  store  Important  than  others,  the  level  oi  sat  1st  act  ton 
ts  associated  with  the  intention  to  roenliat.  This  supports  the  theoretical 
literature  of  Vroora  (19t>4),  Mobley,  ot  nl.  (1978)  and  Koch  and  Steers  (1978) 
that  consistently  finds  a  strong  association  between  satisfaction  and 
retention. 

Among  tire  predictor:-  ot  Intention  to  reenlist,  satrslBctt.ru  jIlIi 
t  tain  Urn  appears  about  two-thirds  ot  the  way  down  the  list  and  sat  1st  act  ton 
with  equipment  is  least  significant.  Although  a  large  number  of  reset vist s 
don’t  find  the  training  and  equipment  satisfying,  these  toolings  aren’t 
suit  idem  ly  strong  to  discourage  reenl  istment  .  Kriwi  the  point  .>(  view 
ot  those  charged  with  the  responsibl 1  It v  ot  Improving  the  opciatton.il 
readiness  ot  flic  Naval  Reserve,  those  fw  Items  are  critically  important, 
hut  tor  the  reservist  they  ate  not  highly  correlated  with  his  intentions 
to  reenl  1st. 

1:  should  be  mentioned  that  the  fact  that  a  reservist  not  sub¬ 
jectively  sat  1st  led  with  the  trn'olng  does  not  indicate  that  the  training 
is  poor.  In  fact,  it  tnav  be  outstanding.  Students  frequently  don’t  like 
some  courses  because  the'  arc  too  technical  or  difficult.  In  tins  study 
no  el  tort  was  made  to  evaluate  tho  quality  ot  Naval  Reserve  training  or 
its  relation  to  the  operational  readiness  of  the  units.  These  klndiot 
judgments  are  made  by  inspection  teams  with  the  expertise  to  make  suet 
Judgments.  Here  wo  are  merely  concerned  with  the  reservists  subiocti»« 
percept  lens  of  training  and  how  these  perceptions  might  be  related  to  the 
intention  to  reenl 1st. 

Fart  of  the  explanation  tor  those  attitudes  might  be  the  satisfaction 
ot  the  reservist  with  tils  civilian  job.  The  kind  ot  civilian  occupation 
an  individual  has  will  undoubtedly  determine  much  ot  his  litestyie  and 
tho  opport  nni  lies  lie  'as  tor  participation  in  the  Naval  Reserve.  It  an 
individual  ts  satistted  with  his  civilian  Job  it  may  Indicate  that  ho  is 
the  type  et  pet  son  who  will  be  satisfied  in  his  other  pursuits.  On  the 
ot  hot  hand  someone  who  Is  unhappy  in  his  civilian  Job  may  seek  to  sat i  r \ 

Ills  unfulfilled  social  and  psychological  needs  in  an  ephemeral  role  such 
as  the  Naval  Reserve.  Civil  tan  job  satisfaction  la  the  attcettvo 
ot  lent  a t l ou  ot  the  individual  toward  hist  civilian  employment.  It  has  to 
do  with  how  one  tools  while  engaged  In  his  primary  work  role. 

The  relationship  between  the  reserv  t  it's  civilian  Job  sat  1st.  i.t  ,oe.  and 
hi s  altitude  toward  the  Now  would  seem  to  be  very  close.  It  a  worker  has 
.  chicvcd  a  plateau  in  his  prolosston  or  occupation,  he  mav  seek  to 
satisfy  his  need:  tot  achievement  bv  pat  t  l  c  r  pat  lng  tu  public  ..c.vtcc 
activities.  The  Navui  Reserve  may  fall  into  this  category  tor  such  an 
1  rrdl  vi  dual .  Kei  those  who  are  voting.  Just  married  and  beginning  a  tav.ilv, 
the  Naval  Reserve  mar  hr'  perceived  as  inter dotting  l>.  his  attaining 
stability  in  his  life.  He  is  too  preoccupied  with  getting  o.-  tablishc.l  to 


have  time  for  such  an  ancillary  activity.  Many  other  aspects  of  one's 
civilian  job  are  1  sport  mil  such  as  its  social  status,  work  schedules,  and 
opportunity  for  selt-aetnalUat ion.  It  is  our  conjecture  that  the  typo 
of  job  and  the  Individual’s  level  ot  satisfaction  with  Ills  occupation  (s 
a  major  contributor  to  how  rhe  reservist  sees  his  role  in  the  Navy. 

Table  b.b  shows  that  reservists  have  extremely  positive  attitudes 
about  their  civilian  job  experience.  Elgin  percent  feel  useful,  78 
percent  accepted,  7b  percent  serious,  hi  percent  respected  and  48  percent 
Influential.  Looking  at  the  percentage  figures  under  negative  attitudes, 
we  see  that  only  3  percent  feel  harassed,  b  percent  hostile,  h  percent 
wasteful,  and  7  percent  bored  and  7  percent  bored  to  jmv  great  extent. 
Rcservi sti  have  even  better  feelings  about  their  civilian  jobs  than  they 
did  about  their  active  duty  experiences.  Clearly  reservist/ are  not  the 
outcast  of  society  who  are  dissatisfied  with  their  civilian  lobs;  they 
are  in  fact  well  pleased  with  their  work. 

Table  h.h  shows  that  the  more  positive  the  reservists  at t i r ude  toward 
his  civilian  job  the  more  likely  he  will  definitelv  reeulist.  The 
percentage  figures  in  this  table  represent  the  percent  of  reservist/ who 
definitely  plan  to  reonlist  in  each  category.  Nineteen  percent  of  the 
reservists  who  tool  useful  "to  no  extent"  plan  to  teen!  1st  ,  whereas  4s 
percent  of  those  who  feel  useful  "to  a  very  great  extent"  plan  to  reonlist. 
Reading  across  the  columns,  we  find  that  as  one's  attitude  improves 
concerning  his  civilian  job,  the  greater  the  percentage  ol  those  who  intend 
to  reeniist.  The  reverse  is  true  for  those  with  negative  attitudes.  The 
more  harassed  one  feels  In  his  civilian  job,  for  example,  the  less  llkclv 
ho  is  to  reeniist.  These  trends  persist  for  each  attitude  examined. 
Reservist*  who  are  pleased  and  satisfied  with  'heir  civilian  Jobs  are  those 
most  likely  to  reeniist  in  the  Naval  Reserve. 

From  what  has  beer,  learned  so  far  about  Naval  manpower,  wo  are 
concerned  with  an  individual  who  had  very  positive  experiences  on  active 
dutv  and  likes  his  civilian  job.  He  is,  however,  dissatisfied  with  the 
training  ho  gets  and  the  equipment  with  which  lie  must  work  in  tin-  Naval 
Reserve.  Reservists  are  committed  to  their  units,  but  would  like  to  see 
their  time'  better  utilized. 

From  the  perspective  ot  the  Naval  Reservist,  what  is  it  about  i he 
training  program  that  is  a  problem?  Thirty-six  ;  o remit  indicate  that 
classroom  sessions  were  the  least  significant  part  oi  their  training. 

Naval  Reservists  want  hands-on  exercises  and  practical  training.  Thev 
derive  a  great  deal  of  satisfaction  from  working  with  their  active- 
duty  counterparts.  When  asked  how  they  felt  about  drilling  More  often 
aboard  ships  and  stations  of  the  active  forces  during  regular  drill  as 
well  as  on  Al’DUTRA,  hJ  pt’ro  m  generally  approved  and  onlv  18  percent 
showed  any  disapproval.  The  moat  significant  typo  ot  training  thev 
currently  receive  according  to  their  responses,  is  AvPl'VRA. 


TABLE  6 . 5 


ATTITUDES  TOWARD  CIVILIAN  JOB  * 


How  Do  These 

Words  Describe  How  You 

Reel 

On  Your  Civilian  Job? 

Descriptive 

Words 

To  A  Great 
or  Very  Great 
Extent 

To 

Sone  Extent  To  A  Little 

Or  No  Extent 

Positive  Attitudes 

Use lul 

80  T 

14% 

7% 

Accepted 

781 

17% 

5% 

Serious 

76% 

19% 

7% 

Respected 

61% 

30% 

!():, 

Influent i al 

48% 

38% 

14% 

Negative  Attitudes 

Harassed 

3% 

9% 

90% 

Hostile 

5% 

15% 

8i;i 

Wasteful 

6% 

1J% 

8i?; 

Bated 

7% 

2]  % 

72?: 

Disgusted 

n 

22% 

71% 

Source:  1979  REDCOMRKC  SEVEN'  Retention  Study 

V.’rcentage  figures  -hat  don't  total  100  percent  are  due  to  rounding 
errors . 
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T  AB  LE  b.h 


RELATIONSHIP  BETWEEN  THE  PERCENT  OF  RESERVISTS  WHO  WILL  HEFIN ITEl.Y 
REENLIST  AND  THEIR  ATTITUDE  TOWARD  THEIR  CIVILIAN  JOB 


l’e  reent  WIio  Will  IV 1 1  in  u- 1  v  Keenllst  I;'.  Kadi  Category 

To  No  To  A  Very  S omo  Croat  Very 

Extent  Little  Extent  Extent  Extent  Great 

Extent 


Positive  Attitudes 


Useful 

191 

>  N. 

2  81 

Ac  cep  ted 

211 

m 

2  5", 

4  .»* 

1  * 

Serious 

271 

32' 

29; 

41 

/  “* 

M  /  » 

Respected 

23: 

301 

33, 

*9  *9  v 

48"; 

Influential 

201 

301 

341 

*94 

4~X 

Negative  Attitudes 

Harassed 

421 

401 

331 

33  V 

181 

Hosr i le 

4  3:; 

341 

341 

291 

254 

Wasteful 

4 1% 

391 

341 

J 

301 

Bored 

462 

4  it 

311 

33:- 

214 

Disgusted 

451 

431 

314 

2yl 

174 

Source:  19  79  REDCOMREG  SEVEN  Retention  Study 

Note:  The  percentage  figures  in  thio  table  are  presented  somewhat 

differently  than  those  in  the  other  tables  in  this  report. 

In  the  other  contingency  tables  the  relevant  comparisons  were 
made  by  reading  down  the  columns.  In  this  table  you  must  read 
across  columns.  For  example,  lead  from  19',  to  27'  to  78:;  etc. 
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Table  6,7  le  a  comparison  of  the  level  of  satisfaction  with  various 
aspects  of  the  Navnl  Reserve  experience  while  on  Reserve  Drill,  WETS,  and 
ACDUTRA.  In  every  category  except  comradeship,  ACDUTRA  is  rated  higher 
than  similar  experiences  on  WETS  and  on  regular  reserve  drill.  Reservists 
enjoy  their  associations  at  drill,  but  are  less  satisfied  with  some  of  the 
more  substantive  concerns  and  they  particularly  dislike  classroom 
sessions.  The  Ship  Board  Simulator  (SBS)  should  go  a  long  way  in 
fulfilling  not  only  the  need  for  equipment,  but  for  a  more  realistic 
training  experience. 

Part  of  the  problem  with  classroom  sessions  may  be  that  the 
instructors  are  inexperienced.  This  attitude  was  not  directly  measured, 
but  when  asked  how  they  felt  about  a  greater  uBe  of  the  Navy  Schools 
Command  facilities  for  Reserve  Drills,  84  percent  approved,  13  percent 
were  neutral  and  only  2  percent  disapproved.  This  may  reflect  the  hope 
that  in  the  School  Command  you  might  find  not  only  better  instruction 
but  better  equipment. 

When  this  analysis  is  extended  to  include  a  comparison  of  ACDUTRA,  WETS, 
Drill  Experience  and  Future  Expectations,  we  find  in  Table  h.8  that 
enlisted  reservists  in  REDCOHREC  SEVEN  are  optimistic  about  the  future. 

In  every  case  except  comradeship,  the  mean  satisfaction  score  for  future 
activities  is  higher  than  the  current  score  Involving  their  drilling  unit. 

It  is  also  apparent  that  satisfaction  with  ACDUTRA  and  WETS  is  higher  than 
the  current  and  expected  level  of  satisfaction  with  the  drilling  unit. 

This  finding  is  supported  by  Vroom  (1964)  who  treats  satisfaction  as  a 
future  event  which  is  to  be  expected  or  anticipated. 

In  spite  of  poor  attitudes  about  the  training  and  equipment  of  the 
Naval  Reserve  Centers,  the  reservists  by  and  large  are  quite  optimistic 
about  their  chances  for  advancement.  Twenty-nine  percent  give  themselves 
a  50/50  chance  of  advancing,  23  percent  of  the  reservist/-  think  they  have 
a  75  percent  chance  and  15  percent  are  so  confident  as  to  believe  they 
have  a  100  percent  chance  of  advancing  in  rate. 

To  summarize  we  find  that  reBervistr  are  pleased  with  th^i-  units  and 
the  comradeship  hut  are  dissatisfied  with  the  training  and  equipment. 

They  feel  too  little  time  is  spent  working  in  their  rate  and  rending 
professional  material,  and  too  much  time  writing  reports  and  attending 
meetings.  They  place  great  value  on  ACDUTRA.  The  closer  they  get  to 
active  duty, the  better  they  like  it.  The  greater  the  satisfaction  with 
various  aspects  of  the  Navnl  Reserve,  the  more  likely  the  intention  to 
reenliat.  The  most  sensitive  predictors  are  the  attitude  toward  uniform 
requirements  and  their  general  reserve  experience.  Although  they  are  not 
satisfied  with  training,  their  attitude  regarding  this  highly  important 
activity  does  not  explain  why  they  drop  out  of  the  program.  We  find  that 
the  more  satisfied  they  are  with  their  reserve  experience  and  their 
civilian  occupation,  the  more  likely  they  will  reenlist.  These  findings 
support  the  literature  that  satisfaction  is  one  of  the  better  predictors 
of  retention. 
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TABLE  6.7 


A  COMPARISON  OF  THE  LEVEL 
NAVAL  RESERVE  EXPERIENCE 

OF  SATISFACTION  WITH  VARIOUS 
WHILE  ON  RESERVE  DRILL,  WETS, 

ASPECTS  OF  THE 
AND  ACDUTRA 

The 

Percentage 

Satisfied  With 

Training  Experienced 

Aspect  of 

Reserve 

WETS 

ACDUTRA 

Reserve  Training 

Drill 

General  Experience 

481 

431 

581 

Talent  Utilization 

351 

371 

521 

Supv.  and  Instruction 

494 

441 

561 

Training 

261 

401 

521 

Equipment 

191 

411 

551 

Lodging 

NA 

351 

441 

Comradeship 

661 

531 

5  71 

Sense  of  Accomplishment 

271 

411 

531 

Source:  1979  RF.DCOMREG  SEVEN  Retention  Study 


TABLE  6.8 


COMPARISON  OK  SATISFACTION  WITH  VARIOUS  ASPECTS  OF  NAVAL  RESERVE : 
DRILLING  UNIT,  FUTURE  EXPECTATIONS,  ACDUTRA  AND  WETS 


SATISFACTION  WITH  NAVAL  RESERVE 

Future  Expectations 

Drilling  Unit 

ACDUTRA 

WETS 

Drilling  Unit 

1979 

1979 

1979 

1980+ 

Comradeship 

3.650 

3.  763 

3.601 

3.525 

Supervision 

3.  351 

3.  346 

3.544 

3.  307 

Genera]  Experience 

3.194 

2.673 

3.477 

3.259 

Training 

2. 961 

2.734 

3.401 

3.  222 

Kqul pment 

2.834 

r  2.409 

3.479 

208 

Lodging 

NA 

NA 

3. 101 

2 . 990 

Source:  1979  RKDCOMREC 

SEVEN  Retnetion  Study 

*Mean:  The  higher  the 

mean  score,  the  higher 

the  satisfaction 

scores  on 

each 

item  range  from  1  to  5. 
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What  a  reservist  thinks  about  the  Naval  Reserve  may  depend  on  the 
leadership  style  of  the  Commissioned  Officers  and  Petty  Officers  In  his 
unit,  "A  leader  Is  a  person  who  la  able  to  unltapeople  In  pursuit  of 
common  goals,*'  according  to  Herbert  Simon  (Simon,  1950,  p.  103). 

Leadership  Style  is  the  characteristic  way  In  which  a  leader  goes  about 
accomplishing  this  task.  As  discussed  In  Chapter  1,  the  assumptions  one 
accepts  about  the  nature  of  man  will  Influence  his  ideas  about  the  most 
effective  type  of  leadership.  Some  leaders  believe  that  people  inherently 
dislike  work  and  therefore  they  must  be  coerced,  threatened  and  directed. 
Others  are  of  the  opinion  that  work  is  natural  and  that  people  Beek 
greater  responsibility.  (McGregor  19AO  ,  p.  38,  37).  These  leaders 
believe  that  their  major  function  is  to  create  a  situation  where  people 
can  exercise  their  imagination  and  Ingenuity.  Since  men  exercise  self- 
direction  in  the  service  of  objectives  to  which  they  are  committed,  the 
proper  leadership  style  is  democratic  instead  of  authoritarian.  It  is  this 
kind  of  leadership  stressed  in  the  recent  Navy  retention  film,  "The 
People  Principle." 

It  in  quite  possible  thut  different  personality  types  may  respond  to 
different  leadership  styles.  Some  people  obviously  need  very  close 
supervision  and  others  work  better  when  they  are  left  to  their  own  devices. 

Tt  Is  our  conjecture  thut  given  the  democratic  environment  in  which  most 
Americans  are  reared,  they  will  be  more  likely  to  respond  to  non- 
authoritarian  leadership  styles.  This  inclination  to  respond  readily 

to  democratic  leadership  will  probably  increase  as  the  technical  speciality 
becomes  more  sophisticated.  Although  this  is  what  is  expected,  the 
reverse  may  well  be  the  case,  since  the  Navy  is  admittedly  a  conservative 
institution,  and  the  military  by  its  nature  is  authoritarian.  People 
who  are  satisfied  in  military  societies  may  feel  more  comfortable  never 
questioning  authority  and  always  complying  with  orders  rather  than 
responding  to  suggestions  and  initiating  their  own  acitivites. 

Table  7.1  shows  that  the  reservist's  evaluation  of  naval  leadership 
is  quite  positive.  In  response  to  the  statement,  "The  Commanding  Officer 
always  provides  strong  leadership  to  this  unit,"  36  percent  said  "always", 

28  percent  responded  "often",  and  23  percent  said  "occasionally". 

Looking  over  the  next  two  statements  in  this  table,  we  see  thut  29 
percent  felt  that  the  Commanding  Officer  "always"  took  a  personal  interest 
in  t lie  individual's  naval  career  and  44  percent  thought  that  they  Imd 
always  been  treated  fairly  by  the  Commissioned  Officers  in  their  units. 

Trblc  7.2  shows  the  relationship  between  the  perceived  leadership 
strength  of  the  Commanding  Officer  (CO)  and  the  intention  of  reaeivists 
to  recnlist.  It  wa3  found  that  46  percent  of  those  who  see  their  CO  as  always 
providing  strong  leadership  definitely  intend  to  reenlist.  As  the 
perception  of  leadership  strength  declines,  the  percentage  of  those  who 
intend  t<>  reenlist  declines  from  46  percent  to  34  percent  to  26  percent  to 
27  percent  to  17  percent.  Where  you  have  the  perception  of  a  firong  leader, 
you  are  likely  to  have  relatively  high  reenlistment  rates. 
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TABLE  7.1 


EVALUATION  OF  OFFICER 

LEADERSHIP 

STRENGTH  WITH  THE  NAVAL 

RESERVE 

UNIT 

Statement 

Never 

Seldom 

Occasionally 

Often 

Always 

The  Commending  Officer 
provides  strong 
leadership  to  this 
unit. 

42 

92 

232 

282 

362 

The  Contending  Officer 
takes  a  personal 
Interest  In  my  naval 
career. 

72 

142 

272 

232 

292 

In  dealing  with  the 
Commissioned  Officers 

In  my  unit,  I  have 
been  treated  fairly. 

22 

52 

172 

342 

442 

Source:  1979  REDCOMREG  SEVEN  Retention  Study 
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TABLE  7.2 


COMPARISON  OF  COMMANDING  OFFICERS'  PERCEIVED  LEADERSHIP  STRENGTH  * 
AND  THE  INTENTION  TO  REENLIST 


Intention  to  Reenlist 

Provides 


Strong 

Leadership 

Definitely 

Will 

Hope 

To 

Don' t 
Know 

Unlikely 

Definitely 
Will  Not 

Total** 

% 

Always 

46% 

15% 

27% 

5% 

7% 

100% 

Often 

34* 

21% 

29% 

9% 

7% 

100% 

Occasionally 

26% 

17% 

35% 

7% 

15% 

100% 

Seldom 

27% 

19% 

31% 

6% 

16% 

100% 

Never 

17% 

12% 

37% 

12% 

23% 

100% 

Source:  1979  REDCOMREG  SEVEN  Retention  Study 

*Note:  Perceived  leadership  strength  was  measured  by  asking  respondents 
whether  they  thought  the  Commanding  Officer  provided  strong 
leadership  to  the  unit.  If  they  anawered''always"lt  Is  considered 
very  strong  and  if "neyer"it  was  considered  not  strong  at  all. 

"SeldomV"occaaionally"and"often"are  intermediate  categories. 

**Percentage  figures  that  do  not  total  100  percent  are  due  to 
rounding  errors. 
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The  percentage  of  reservist*  who  thought  that  Petty  Officers  in  their 
unit  were  forceful  was  considerable  less  than  the  percentage  who  believed 
the  Commanding  Officer  provided  strong  leadership.  Only  5  percent  claimed 
that  Petty  Officers  always  were  forceful.  The  most  that  reservist  could 
aay  about  the  strength  of  their  Petty  Officers  wan  that  they  wo«‘c»  lorceiul 
occasionally.  Although  the  Comnanding  Officer  and  Commissioned  Officers 
generally  go  through  more  careful  selection  processes  than  Petty  Officers 
and  would  naturally  be  expected  to  exercise  stronger  leadership,  the  fact 
that  38  percent  of  the  reservist  say  their  Petty  Officers  are  "never" 
or  "seldom"  forceful  suggest  a  possible  weakness  in  the  Chain  of  Command. 

The  forcefulness  of  a  Petty  Officer  may  be  confused  with  an 
authoritarian  leadership  style  and  lack  of  forcefulness  may  be  identified 
with  a  democratic  leadership  style.  Since  Chester  Barnard  in  the  1930's 
discussed  the  reciprocal  nature  of  authority  relationships,  most  know¬ 
ledgeable  administrators  have  been  aware  thet  authority  is  grounded  in 
consent  and  that  disregard  for  the  views  of  ones  subordinates  leads  to 
ineffective  leadership  (Barnard,  19|0).  Nevertheless,  democratic 
leadership  can  easily  be  confused  with  indecisivene9s.  Before  we  assume 
that  Petty  Officers  are  providing  weak  leadership,  a  more  in-depth 
investigation  into  this  matter  is  appropriate. 

Some  people  have  argued  that  Barnard's  concept  of  authority  is  what 
has  weakened  the  military  establishments;  but  whether  this  is  true  or 
not,  leadership  principles  based  on  the  human  relations  approach  have 
become  orthodoxy.  Table  7.3  shows  that  the  democratic  approach  to 
leadership  is  dominant  in  the  Naval  Reserve.  Only  3  percent  of  the 
rese. wist/ say  their  supervisor  always  rules  with  an  iron  hand  and  only  8 
percent  claim  that  this  often  happens.  Rarely  in  the  Naval  Res  rve  do  we 
find  .jpervi8o/\r  arcing  without  consulting  the  members  of  the  u  it. 

The  responses  to  question  2  under  Authoritarian  Leadership  shin  th*c 
5  percent  aay  that  their  supervisor  always  acts  without  conauliii.,  them 
and  only  16  percent  say  this  often  happens.  By  contrast,  30  percent 
claim  that  their  supervisor  is  always  approachable  and  27  percent  believe 
that  he  always  cares  what  the  reservists  think.  The  democratic  leadership 
style  is  far  more  popular  than  the  traditional  authoritarian  manner  of 
handling  people  in  the  Naval  Reserve. 

It  has  been  shown  repeatedly  that  a  democratic  leadership  is  o.  a>n 
effective  in  improving  performance,  but  does  it  contribute  to  an  atmosphere 
that  encourages  retention?  Table  7.4  shows  that  50  percent  of  the  reservist* 
who  are  of  the  opinion  that  their  supervisor  always  cares  what  they  think, 
definitely  intend  to  leenlist;  and  only  22  percent  of  those  who  believe 
their  supervisor  is  unconcerned  with  what  they  think,  plan  to  reenllst. 
Democratic  leadership  style  does  contribute  to  higher  retention. 

The  relationship  between  authoritarian  leadership  and  retention, 
however,  is  not  well  established.  Looking  at  the  item  under  Authoritarian 
Leadership  Style  In  Table  7.4,  we  find  that  25  percent  of  those  who  believe 
that  their  supervisor  always  rules  with  an  iron  hand,  Intend  to  reenlist; 
and  34  percent  of  the  reservist  who  say  their  supervisor  never  rules  with 
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TABLE  7,3 


ATTITUDES  TOWARD  NAVY  SUPERVT SOIS : 
AUTHORITARIAN  OR  DEMOCRATIC  LEADERSHIP  STYLES* 


Statements 

Never 

Seldom 

Occasionally 

Often 

Always 

Authoritarian 

Leadership  Characteristics 

1.  My  supervisor  rules 
with  an  iron  hand. 

19X 

36X 

35X 

8X 

3X 

2.  My  supervisor  actB 
without  consulting 
the  members  of  the  unit. 

141 

37X 

32X 

13X 

5X 

3.  My  supervisor  keeps 
to  himself. 

20% 

39X 

30X 

10X 

2X 

4.  My  supervisor  assigns 
members  to  particular 
task. 

4X 

8X 

29X 

43X 

15X 

•n-Authorltarlan 

Consultative  Type  Leader 

1.  My  supervisor  is 
approachable. 

2.  My  supervisor  cares 
what  people  like  me 
think. 

3.  My  supervisor  does 
little  things  to  make 
it  pleasant  to  be  a 
member  of  this  group. 

4.  My  supervisor  lets 
unit  members  know  what 
Is  expected  of  them. 


61  12X 


8%  17% 


Source:  1979  REDCOMREG  SEVEN  Retention  Study 

*I’er  cent  age  figures  that  do  not  total  100  percent  are  due  to  rounding  errors. 


TABLE  7 . 4 


RELATIONSHIP  BETWEEN  LEADERSHIP  STYLE  AND  THE  INTENTION  TO  REENLIST* 


Intention  to  Reenlist 

Statement  Definitely  Hope  Don't  Unlikely  Definitely 

Will  To  Know  Will  Not 


Democratic 


My  supervisor  cares  what 
people  like  me  think. 


Always 

50Z 

16% 

22% 

6% 

7% 

Often 

35% 

23% 

27% 

6% 

9% 

Occasionally 

25% 

15% 

37% 

9% 

13% 

Seldom 

33% 

16% 

34% 

5% 

13% 

Never 

22% 

11% 

33% 

11% 

23% 

Authoritarian 

My  supervisor  rules  with 
an  iron  hand. 

Always 

25% 

10% 

35% 

13% 

18% 

Often 

40% 

15% 

31% 

2% 

12% 

Occasionally 

36% 

18% 

30% 

6% 

9% 

Seldom 

34% 

19% 

29% 

8% 

11% 

Never 

34% 

15% 

30% 

8% 

11% 

Source:  1979  REDCOMREG  SEVEN  Retention  Study 

‘Percentage  figures  that  do  not  total  100  percent  are  due  to  rounding  errors. 
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an  iron  hand,  intend  to  reenlist.  In  fact,  40  percent  of  those  who  see 
their  supervisor  ruling  with  an  iron  hand  often  plan  to  reenliat.  It 
would  seem  that  authoritarian  leadership  does  not  raise  an  obstacle  to 
reenlistment,  but  neither  does  it  encourage  retention  whereas  democratic 
leadership  does  have  the  tendency  to  promote  retention. 

Table  7.5  shows  that  reservist* prefer  a  positive  approach  to  super¬ 
vision.  They  also  place  emphasis  on  clearly  established  goals  and 
objectives.  Close  supervision  as  long  as  it  is  positive  is  thought  to 
be  highly  desirable.  Fifty-two  percent  of  the  reservists  would  make  a 
great  effort  to  check  with  their  subordinates  daily  to  see  if  they  need 
help  but  only  22  percent  would  make  a  great  effort  to  push  their  people 
to  meet  schedules.  The  proper  approach,  they  feel,  is  to  encourage 
rather  than  force  compliance. 

People  Orientation 

Naval  Reservist's  attitudes  about  work  generally,  not  just  the 
activities  associated  with  the  Reserve,  further  reinforce  the  proposition 
that  a  humanistic  people  oriented  approach  is  given  great  value.  Table 
7.6  shows  that  61  percent  think  it  is  very  important  to  have  a  sense  of 
accomplishment,  60  percent  expect  fair  treatment,  and  54  percent  want 
independence  in  work.  It  is  also  very  important  to  be  able  to  learn 
new  things  and  work  in  a  stimulating  environment.  The  Naval  Reservists 
say  they  want  a  challenge.  If  we  combine  the  first  two  categories  in 
Table  7.5,  ninety-five  percent  say  a  sense  of  accomplishment  is  either 
very  important  or  important  to  them  in  their  work.  A  far  greater 
percentage  placed  value  on  these  kinds  of  incentives  than  on  the  more 
materialistic  benefits  such  as  pay,  security,  retirement. 

From  our  earlier  discussions,  we  discovered  that  the  main  reasons 
individuals  Join  the  Naval  Reserve  are  for  pay  and  for  retirement; 
however,  they  certainly  expect  a  good  deal  more  from  their  related 
activities  than  these  economic  incentives.  In  Maslow's  hierachy  of  needs 
economic  drives  are  primary,  but  once  this  need  is  satisfied,  the  level 
of  expectations  rise.  If  these  high  expectations  about  what  they  should 
get  from  their  work  are  not  satisfied  then  they  very  likely  will  fail  to 
reenlist,  thus  the  current  crisis  in  retention. 

Equity 

A  related  problem  is  concerned  with  whether  reservists  think  they  are 
being  treated  fairly  and  whether  work  is  sensibly  organized.  It  is 
hypothesized  that  the  greater  the  sense  of  inequity  the  less  likely  the 
intention  to  reenlist.  In  addition  to  the  effects  of  perceived  inequity 
on  the  individuals  themselves,  to  run  roughshod  over  people's  feelings 
at  what  is  fair  contributes  to  a  decrease  in  the  cohesiveness  of  the  unit 
which  inevitably  leads  to  general  personnel  problems.  Because  of  the 
history  of  racial  and  sexual  discrimination  in  this  country,  minority 
relations  is  an  area  of  special  significance  where  leadership  is  critically 
important  if  the  unit  is  to  work  effectively. 
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TABLE 


7.5 


DESIRABLE  QUALITIES  IN  A  NAVY  SUPERVISOR 


If  I  were  supervisor  1  would  try  to: 

Make  a  Great 
Ef  fort 

To  Do  This 

Check  with  subordinates  dally  to  see 

If  they  need  help. 

52% 

Encourage  my  subordinates  to  set 
their  own  goals  and  objectives. 

51% 

Set  goals  and  objectives  for  my 
subordinates  and  sell  them  on  the 
merits  of  my  plan. 

41% 

Set  up  controls  to  assure  that  my 
subordinates  are  getting  the  job 
done. 

36% 

Step  in  as  soon  as  reports  indicate 
that  the  job  is  slipping. 

35% 

Make  sure  work  is  planned. 

33% 

Allow  subordinates  to  make  important 
decisions. 

31% 

Closely  supervise  to  get  better 
work. 

26% 

Push  my  people  to  meet  schedules 
if  necessary. 

22% 

Source:  1979  REDCOMREG  SEVEN  Retention  Study 
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TABLE  7.6 


ATTITUDES  ABOUT  WORK  GENERALLY* 


Degree 

of  lmnorta 

™ee 

Item 

Very  Important 

Important 

Neutral  or 
Unimportant 

1.  Sense  of  worthwhile 
accomplishment 

fell 

34X 

4X 

2.  Fair  treatment  from  my 
supervisor 

60X 

36X 

5X 

3.  Chance  to  exercise 

independent  thought  and 
action 

S4X 

39X 

IX 

A.  Opportunities  to  learn  new 
things  from  my  work 

54X 

40X 

sx 

5.  Stimulating  and  challenging 
work 

54X 

40X 

6X 

6.  Opportunities  for  personal 
growth  in  my  Job 

5 IX 

43X 

feX 

7.  A  sound  retirement  plan 

48X 

4 IX 

10X 

8.  Great  job  security 

46X 

39X 

15X 

9.  High  respect  from  my 
co-workers 

4SX 

45X 

10X 

10.  Pleasant  working  climate 

39X 

SOX 

lit 

11.  Fringe  benefits 

39  X 

49X 

12X 

12.  High  salary 

35X 

SOX 

IfeX 

13.  Quick  promotions  and 
advancement 

27X 

51X 

23X 

Source:  1979  RKDCOMREG  SEVEN  Retention  Study 

★Percentage  figures  that  do  not 

total  100  percent 

are  due  to 

rounding  errors 

Looking  at  Tabic  7.7,  it  becomes  clear  that  among  most  all  reservists, 
there  is  a  strong  feeling  that  they  arc  being  treated  fairly  and  equally. 
The  one  exception  is  among  black  Naval  Reservists.  Among  most  reservist^ 
however,  57  percent  agree  that  work  is  sensibly  organized,  58  percent 
think  favoritism  is  discouraged,  and  b5  percent  believe  that  people  work 
together  to  solve  unit  problems.  Seventy-five  percent  of  all  reservistr 
believe  that  people  are  quickly  integrated  into  the  unit,  64  percent 
think  the  chain  of  command  is  receptive  to  new  ideas  and  53  percent  say 
that  their  unit  Is  a  closely  knit  group.  Very  tew  are  fearful  to 
express  their  opinions  and  the  level  of  hostility  among  unit  members  is 
quite  low.  These  positive  feelings  are  present  even  though  85  percent 
of  the  reservists  believe  that  their  unit  contains  members  with  widely 
varying  backgrounds.  The  facts  from  our  earlier  study  of  background 
characteristics  do  not  support  this  perceived  cultural  diversification, 
but  reservist  believe  they  are  participating  in  a  group  that  is  made  up 
of  many  different  kinds  of  people.  They  also  accept  the  idea  that  these 
Individuals  have  a  right  to  he  there.  F.ighty-two  percent  of  the  males, 
for  example,  reject  the  idea  that  women  should  not  be  in  Che  Navy.  There 
is  a  feeling  of  cohesiveness  in  that  a  majority  of  all  groups  believe 
that  people  work  together  to  solve  unit  problems. 

Attitudes  of  Women  Reservists 

When  ivt  turn  our  attention  to  the  attitudes  of  women  reservists, 
we  find  that  the  attitudes  of  most  women  are  consistent  with  those  of 
the  entire  group.  Sixtv-nine  percent  of  the  women  reservists  say  that 
they  are  treated  fairly,  7b  percent  think  that  people  are  quickly 
integrated  into  the  unit,  69  percent  think  people  work  together  to  solve 
unit  problems,  and  62  percent  believe  the  chnin  of  command  is  receptive 
to  new  ideas.  Fifty-two  percent  of  the  women  reservist* say  that  favoritism 
is  discouraged  and  55  percent  believe  that  the  unit  is  a  closely  knit 
group. 

A  comparison  ol  the  attitude  of  women  with  those  of  men  in  the 
Naval  Reserve,  reveals  that  there  is  very  little  difference.  In  fact, 
women  believe  they  are  treated  more  fairly  than  men  do,  although  the 
difference  is  so  small  as  most  likely  to  be  accounted  for  by  chance. 
Fifty-two  percent  of  the  women  think  favoritism  is  discouraged  and  59 
percent  of  the  men  agree.  Seventy-six  percent  of  the  women  think  peop’e 
are  quickly  Integrated  into  the  unit  and  75  percent  of  the  men  agree. 

The  greatest  disagreement  is  concerned  with  whether  work  is  sensibly 
organized.  Only  47  percent  of  the  women  think  that  it  is,  whereas  57 
percent  of  the  men  believe  that  work  is  sensibly  organized.  It  would  be 
interesting  to  probe  and  find  out  why  women  believe  an  imp-ovement  in 
this  area  is  needed  but  the  survey  design  doesn't  permit  this  luxury. 


TABLE  7.7 


COMPARISON  OF  ATTITUDES  CONCERNING  EQUITY  IN  THE  NAVAL  RESERVE  AMONG 
BLACKS ,  WOMEN  AND  OTHERS  IN  THE  NAVAL  RESERVE 


Percentage  Who  Agree  That 

;  The 

Statement 

Blacks 

Is  True 

Whites 

or  Mostly  True 

Women  Men 

All 

Reservist 

Blacks  are  treated  fairly 

40% 

83% 

71% 

77% 

76% 

Women  are  treated  fairly 

55 X 

68% 

69% 

66% 

61% 

Favoritism  Is  discouraged 

36  % 

62% 

52% 

59% 

58% 

People  are  quickly 
integrated  into  thla 
unit 

64% 

77% 

76% 

75% 

75% 

People  vork  together  to 
solve  unit  problems 

63% 

78Z 

69% 

76% 

65% 

The  Chain  of  Command  la 
receptive  to  new  Ideas 

49% 

67Z 

62% 

65% 

64% 

Work  in  sensibly  organized 

49% 

57% 

47% 

57% 

57% 

This  unit  ia  a  closely 
knit  group 

40% 

56% 

55% 

53% 

53% 

♦Some  members  are  hostile 
to  other  members  of  this 
unit 

25% 

14% 

19% 

16% 

16% 

♦Members  fear  to  express 
their  true  opinions 

28% 

14% 

15% 

16% 

16% 

Source;  1979  REDCCMREG  SEVEN  Retention  Study 


Note:  Item*  with  a  itar  (*)  indicate  that  agree  responses  represent  n 
negative  opinion  concerning  the  degree  of  equity  In  the  unit. 
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At t linden  of  Hlrtcka  in  the  Naval  Hr nerve 


When  we  turn  our  at  tent  leu  t  o  th«’  at  t  it  tide  of  Marla  lu  the  Naval 
Konorve  continuing  talmons  and  equal  opportunity,  wo  1  1  ml  considerable 
dl  1  loloncoM  between  theft  opinions  ami  those  of  their  white  ah  Ipntal  rs  . 

When  asked  whether  they  thought  It  was  true  that  blacks  ale  treated 
Fairly  in  the  Naval  Reserve,  40  percent  of  the  Marks  ny reeded  that  they 
did;  however,  81  percent  ot  white  ri'acrvlsis-  said  they  thought  blacks 
were  treated  fairly.  This  tepii'actUs  n  difference  In  percentage  ot  4  1 
percentage  points.  M('sl  wliltos  think  that  blacks  are  bring  treated  laiilv 
but  most  blucka  are  not  persuaded  that  litis  Is  (  i  ne .  In  cvety  c.ilcgetv 
in  1  able  7.7,  blaeks  have  much  less  con!  (donee  in  the  0(|uttv  ('I  the 
svatem  than  whites.  Only  lb  percent  ol  the  Macks  compared  to  M’  percent 
of  the  whites  believe  that  favoritism  is  discouraged;  oulv  40  percent 
of  the  blacks  compared  (  o  1 percent  o(  the  whites  think  then  noil  is  a 
closely  knit  group;  and  onlv  percent  oi  the  blacks  compatcd  i  o 
percent  ol  (he  whites  me  (>t  t  In*  opinion  that  the  tlialn  ol  I'omw.tud  1  •• 
responsive  to  new  Ideas.  As  has  been  I  omul  in  so  mutlV  ('the!  studies  In 
ethnic  politics,  the  percept  I  ons  o|  blacks  and  whiles  vatv  widely  regal  d  lit; 
tin'  equity  ot  the  acetal  system  in  which  they  I'.th  paiti  tpate  Although 
improvement  s  may  have  been  made  In  inducing  dl i  (miual  Ion  against  Macks 
l  u  t  lie  Na  vy  ,  the l  o  Is  still  a  c  ons  I  de  t  ah  I  o  gap  he  ( ve  cn  tin'  pe  i  c  ('  p  t  1 1  si  s  ('I 
blacks  and  whites  In  the  degree  ol  eqr.ltv  ptrseut  In  the  system. 

Although  hlaks  ale  d>’tlnlte|v  mote  sk.pt  I.. (1  than  white  i  .•:-(■  i  1st-, 
cettcem  fug  tlt«‘  equity  ol  the  system.  Table  7.8  shows  that  tiieie  t-  a  I.-ii.t 
eont  ingetit  ol  hlaeks  who  are  undecided  about  these  matt  ns.  looking 
under  tlu‘  "Undecided"  column,  ve  sec  that  the  percentage  figures  i.ir.f,c 
1  font  23  to  41  percent  who  have  not  made  tip  their  mind.  The  malotltv  of 
hlaeks  oil  most  ol  these  questions  Ice’  that  they  ate  helnp.  t  tested  taiilv. 
It  Is  only  by  compart  son  with  whiten  that  thcli  level  el  disc. sit.  n!  Is 
evident.  Only  1  percent'  ('I  the  Mack  reservists  believe  that  blacks  lit 
(licit  units  are  (rented  unlaillv,  I1)  pel  cent  say  that  thctc  is  no 

equal  oppot  ( tin  I  t  y  (e.  |('h  assignments  and  74  pet  cent  believe  thit  t  he  i  e  is 

favoritism.  It  is  true  that  s’  percent  ol  the  Macks  sav  that  t  het  leal 
I  (’  ottpiess  tin’ll  op  1 1  I  ell  and  a  .imll.il  utimhci  I'elleve  that  some  el  t  he 
unit  are  hostin’  to  othet  members.  but  the  ovctatl  paiteiu  indicates 
that  h  1  .t(’k  s  lit  l  In*  Nava  1  Kc.  (I  v  e  t  ee  l  they  art*  1  t  eat  ed  taitlv.  Si  1  I  I 
tln'ie  I a  v.in1  dl  i  li'i.sti  e  between  the  percept  tens  el  blacks  and  whil-’s 
rcgitlding  these  mattels.  This  raises  quest  tons  as  to  ltew  I  eel  lip  ■  id 
inequity  tel. tie  to  teleiKlon. 

Jj.'il'lAi  Uv  vs  .  Keynil  1 1  t  men  t 

lal'le  7.'*  shows  that  I  eel  lugs  el  iucqnltv  ait  iclaied  te  the  inti'iil  im 
to  1  ecu  list  .  ft  I  t  v  -  tt  i  \  pet  cent  of  t  hose  wlio  believe  tlteie  Is  equal  j  eh 
I’pp.'t  t  nil  t  I  v  will  de  I  I  it  t  i  ii  I  v  i. ’enlist,  whereas,  enlv  l'*  pet  cent  ot  those 
who  believe  (hole  Is  Inequality  plan  It’  slay  In  the  Keseive.  ilu".c  vis' 
think  I  a  Vo  r  t  t  I  si'l  is  d  1  -  -  eoul  agi'd  ate  mote  1  I  k  e  I  v  to  s  (  :i  v  (hut  t  h  -  "ii'  ivh. 
disagree,  and  those  who  I  ee  I  t  hat  they  are  put  ot  a  ,  l.-nlv  Unit  gt  ,  up 
are  me  i e  likely  to  i ecu  I  i  s (  .nan  (hose  who  don't.  I  ho  g i eat  i  '  the  p .■  t  ve I v i 
cq  it  i  t  V*  the  ll  I  gilt’  I  the  pe  l  cee  I  tgc  o  I  t  tii’se  who  i  it  t  end  t  t  *  1  oeu  1  !  s  (  . 


TABLE  7-8 


ATTITUDES  OF  BLACK  RESERVISTS  TOWARD  THE  NAVAL  RESERVE 


.*/-$* - - — 

2-i  Statement 

t 

Definitely 

False 

False 

Percentage* 

Undecided 

True 

Definitely 

True 

ft- 

Blacks  are  treated 

U  fairly 

9X 

12X 

39X 

35X 

5X 

pEqual  Opportunity  in 

C  Job  Assignments 

n 

12X 

30X 

42  X 

9X 

■^Favoritism 
£  Discouraged 

n 

17X 

4 IX 

28X 

8X 

People  quickly  inte¬ 
grated  into  unit 
activities 

3X 

91 

23X 

49X 

16X 

Some  members  are 
hostile  to  other 
members  of  the  unit 

ux 

37Z 

27X 

18X 

7X 

Members  fear  to 
express  their 
opinions 

13X 

34* 

26X 

23X 

4X 

This  unit  la  a  closely 
knit  group 

5X 

20X 

35X 

3 IX 

9X 

Source:  1979  REDCOMREG  SEVEN  Retention  Study 
*Note:  The  total  number  of  blacks  surveyed  vhh  288. 
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TABLE  7.9 


RELATION  BETWEEN  CONCERTS  OF  EQUITY  AND  INTENTION  TO  REENLIST 


Statements* 

Def initely 
Will 

Hay 

Intend 

Don't 

Know 

to  Reenlist 

Unlikely  Definitely 
Will  Nol 

N  uni  her 

Equal  Opportunity 

Def.  T. 

56% 

17% 

18% 

3% 

6% 

2  7 

(48D 

In  Job 

True 

18% 

26% 

6% 

8% 

(843) 

Assign  taent 

DK 

/  221 

14% 

42% 

9% 

13% 

16 

(289) 

False 

2 IX 

18% 

38% 

6% 

17% 

fi 

(138) 

Def.  F. 

192. 

9% 

38% 

14% 

70 : 

4 

(64) 

Favoritism 

Def.  T. 

58% 

17% 

15% 

4% 

6% 

16 

(287) 

Discouraged 

True 

481 

20% 

23% 

4% 

52 

42 

(755) 

DK 

24% 

15% 

40 1 

10% 

12% 

29 

(520) 

Faloc 

32% 

15% 

31% 

<>x 

U>% 

10 

(177) 

Def.  r. 

25% 

12% 

30% 

9% 

)  /  «V 

.  .  #  Ai 

4 

(76) 

Unit  is  a  closely 

Def.  T. 

58% 

16% 

15% 

4% 

7  v 

10 

1  lfill) 

knit  group 

True 

48% 

19% 

23% 

4% 

t>% 

4  3 

(  7  70) 

DK 

27% 

15% 

36% 

102. 

102 

7  7 

(487) 

False 

31% 

15% 

34% 

5 1 

151 

17 

(300) 

Def.  F. 

27% 

12% 

28% 

12% 

.’  1  % 

4 

(67) 

Source;  1979  REDCOMRKC  SEVEN  Retention  Study 


•Note;  Def.  T.  ■  Definitely  True,  DK  -  Don’t  Know,  Def.  F.  -  Definitely  False 


The  relationship  between  the  perceived  inequity  of  the  system  by 
blacks,  and  their  intention  to  reenliat  le  very  weak.  Table  7.10  shove 
that  23  percent  of  those  blacks  who  reject  the  statement  that,  "Blacks 
are  treated  fairly,"  say  they  definitely  intend  to  reanlist  whereas  21 
percent  of  those  who  feel  that  the  statement  is  true  definitely  reenliat. 

The  difference  between  23  percent  and  21  oercenf  is  only  2  percentage 
points.  The  attitude  of  blacks  concerning  the  equity  of  their  treatment 
docs  not  predict  whether  they  intend  to  reenliat.  Tie  explanation  for  this 
may  be  because  they  are  treated  aa  fairly  or  more  fairly  in  the  Naval 
Reserve  than  in  other  outside  types  of  activities.  It  could  also  be 
accounted  for  because  there  are  other  overriding  considerations  such  as 
pay  which  make  it  worth  the  effort  although  they  feel  they  are  not  being 
treated  as  equitable  as  do  whites.  Our  earlier  analysis  on  background 
characteristics  showed  that  far  more  whites  than  blacks  Intend  to  reenliat. 
The  explanation  for  this,  however,  must  lie  elsewhere  than  in  the  perceived 
fairness  of  the  Naval  Reserve. 

Although  improving  the  perception  of  blacks  concerning  the  fairness 
of  the  Naval  Reserve  may  not  increase  retention  rates,  It  is  Important 
to  reduce  these  feelings  for  a  number  of  other  reasons.  In  the  first  place, 
the  Navy  is  committed  to  policy  of  equal  opportunity.  Second,  feelings  of 
being  treated  unfairly  probably  affect  performance  and  the  operational 
readiness  of  the  Reserves.  Most  important,  however,  is  the  need  to 
develop  a  system  where  merit  is  the  overriding  criteria  rather  than  one’s 
position  in  the  society.  No  system  where  there  is  a  minority  of  people 
who  feel  mistreated  will  function  as  well  as  one  where  all  the  people 
feel  that  they  are  getting  their  fair  share  and  advancement  is  open  to 
all  who  are  willing  to  make  the  effort. 

Summary 

In  summary,  we  find  that  Naval  reservists  think  that  their  Commanding 
Officers  provide  strong  leadership  to  their  unit,  although  they  arc  not 
as  impressed  with  the  leadership  of  their  Tetty  Officers.  Democratic 
leadership  styles  are  widespread  and  preferred  over  authoritarian  leadership 
etyles.  Most  reservists  believe  they  are  treated  fairly  and  that  favoritism 
is  discouraged.  Women  have  bean  integrated  into  the  units  very  well  but 
blacks  still  feel  that  they  are  not  treated  as  fairly  as  whites.  The 
general  attitude  toward  work  is  to  place  great  value  on  intrinsic  benefits 
and  less  emphasis  on  extrinsic  rewards.  The  generalization  that  a 
consultative  leadership  style  encourages  retention  is  confirmed. 
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TABLE  7.10 


RELATIONSHIP  BETWEEN  EQUITY  AND  RETENTION  AMONG  BLACK  NAVAL  RESERVISTS 

Intention  to  Recn H** 


Definitely  Hope  Don’t  Unlikely  Definitely  Number 
■  "iAA  To  Know  Will  Nr,*- 


Blacks  are 
Treated  Fairly 

Definitely 

False 

23* 

9* 

412 

92 

182 

8  (22) 

False 

12* 

122 

64* 

62 

6* 

12  (33) 

Undecided 

20* 

202 

47* 

62 

62 

39  UOJ) 

True 

19* 

162 

51* 

72 

62 

35  (94) 

Definitely 

True 

21* 

292 

362 

14* 

0 

5  (14) 

Source:  1979  REDCOMREG  SEVEN  Retention  Study 
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CHAPTER  VIII 


CIVIC  RESPONSIBILITY 


The  analysis  so  far  has  focused  on  socioeconomic  background 
characteristics  and  satisfaction  with  various  aspects  of  the  Naval  Reserve 
and  leadership.  We  have  shown  that  economic  motivations  and  attitudes 
toward  work  are  Important  explanations  of  the  intention  to  reenlist,  and 
that  leadership  styles  can  lnflusnce  behavior  in  desirable  ways,  but 
could  it  not  also  be  possible  that  reservi sfcJ  feel  an  obligation  to  serve 
their  country  and  a  sense  of  citizen  duty  which  is  associated  with  their 
cantinued  participation  with  the  Naval  Reserve?  This  section  is  an 
investigation  into  the  role  of  civic  responsibility  or  what  might  be 
called  patriotism. 

Reservist/ in  this  Readiness  Command,  according  to  Table  8.1,  have 
a  high  sense  of  civic  responsibility.  Seventy-six  percent  feel  that 
ordinary  citizens  ought  to  engage  in  some  form  of  public  service,  71 
percent  agree  that  a  good  citizen  has  a  duty  to  help  out  in  the  community 
and  65  percent  say  that  they  would  have  felt  like  they  had  neglected 
their  duty  if  they  had  not  joined  the  military.  In  our  earlier  discussion 
concerning  the  primary  reason  for  Initial  affiliation  with  the  Naval 
Reserve,  11  percent  of  the  reservists  gave  patriotism  as  their  primary 
reason  for  Joining  the  Navy.  Although  this  ran  behind  drill  pay,  retire¬ 
ment  and  mandatory  obligation}  it  still  ranked  fourth  out  of  a  possible 
list  of  18  reasons  that  might  have  been  given  for  Joining  the  Navy. 

Citizen  Duty 

Not  only  do  these  respondents  feel  a  high  Bense  of  citizen  duty  to 
serve  their  country,  they  also  believe  that  once  they  have  committed 
themselves  to  a  Job  they  have  an  obligation  to  do  their  best.  Ninety- 
three  percent  of  those  questioned  said  that  it  is  the  duty  of  a  person 
to  do  his  Job  the  very  best  he  can,  and  the  same  percentage  indicated 
that  they  felt  very  badly  when  they  failed  to  finish  a  job  they  had 
promised  to  do.  Critics  may  charge  that  these  are  "leading  questions"  and 
certainly  more  work  on  testing  the  validity  of  these  items  is  necessary) 
however,  the  Initial  results  are  Interesting  given  the  fact  that  the 
preponderance  of  behavioral  literature  runs  contrary  to  these  findings. 

Looking  at  the  relationship  between  a  sense  of  civic  responsibility 
and  the  intention  to  reenli3t,  we  find  in  Table  8.2  that  56  percent  of 
those  who  "strongly  agree"  that  one  has  an  obligation  to  do  public  nervine, 
Intend  to  reenlist;  whereas, only  23  percent  of  those  who  "strongly 
disagree",  plan  to  reenlist.  The  same  relationship  existtwhen  you  consider 
the  reservists’  attitudes  toward  citizen  duty.  Fifty-five  percent  of 
those  who  "strongly  agree"  that  individuals  have  a  duty  to  help  in  the 
community,  definitely  intend  to  reenlist;  whereas,  only  33  percent  of  those 
who  "strongly  disagree"  with  this  statement  plan  to  reenlist.  Among  those 
who  grew  up  with  the  idea  that  they  had  military  responsibilities  ns  well 
as  general  community  obligations,  we  find  that  58  percent  definitely  plan 
to  reenlist  and  among  those  who  "strongly  disagree"  with  this  norm  24 
percent  plan  to  stay  in  the  Reserves.  The  pattern  of  responses  indicate 
that  Naval  Reservis U  have  an  extremely  high  sense  of  civic  responsibility 
and  nervine  in  the  Naval  Reserve  is  one  way  to  fulfill  these  obligations. 
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TABLE  8.1 


SENSE  OF  CIVIC  RESPONSIBILITY 


Percentage* 

General  Statements  Civic  Responsibility 

Agree 

Deal  ’  t  Disagree 

Know 

1.  Ordinary  citizens  ought  to  feel 
obligated  to  engage  in  some  form 
of  public  service  (not  necessarily 
nillttry)  while  they  arc  young. 

‘  76X 

HZ  13X 

'2.  A  good  citizen  has  a  duty  to  help 
out  in  the  community. 

71* 

12X  18* 

3.  I  would  have  felt  like  I  neglected 
my  duty  if  1  had  not  joined  the 
military. 

65X 

19X  28X 

Source:  1979  REDCOM  RF.G  SEVEN  Retention  Study 

^errors^86  fi*UreS  Which  do  not  total  100  percent  are 

due  to  rounding 

TABLE  8.2 


RELATIONSHIP  BETWEEN  SENSE  OF  CIVIC  RESPONSIBILITY 
AND  THE  INTENTION  TO  REENLIST* 


Intention  to  Reenlist 


Statement** 

Definitely 

Will 

Hope 

To 

Don '  t 
Know 

Unlikely 

Definitely 
Will  Not 

Number 

Obligation  to  do 

SA 

561 

151 

201 

51 

52 

312  (569) 

public  service 

A 

361 

201 

311 

51 

92 

452  (812) 

DR 

251 

141 

341 

131 

132 

112  (202) 

D 

311 

171 

331 

71 

132 

111  (192) 

SD 

231 

71 

301 

71 

341 

32  (44) 

Duty  to  help  in 

SA 

551 

161 

191 

41 

6% 

232  (417) 

the  community 

A 

401 

191 

291 

51 

82 

482  (870) 

DK 

191 

151 

391 

131 

142 

122  (214) 

D 

341 

151 

311 

71 

132 

142  (261) 

SD 

331 

91 

241 

131 

222 

32  (55) 

Neglect  ones  duty 

SA 

582 

161 

161 

51 

42 

252  (445) 

if  hadn't  Joined 

A 

451 

191 

261 

31 

72 

352  (640) 

the  military 

DK 

271 

171 

361 

111 

92 

132  (239) 

D 

231 

171 

381 

92 

132 

222  (349) 

SD 

241 

71 

311 

82 

292 

52  (96) 

Source:  1979  RE DCOM  REG  SEVEN  Retention  Study 


♦Percentage  figures  which  do  not  total  100  percent  are  due  to  rounding  errors. 


**Note:  These  concepts  were  measured  by  asking  respondents  whether  they  agreed  or 
dlsagreeded  with  the  following  statements:  Ordinary  citizens  ought  to  f <'C^ 
obligated  to  engage  in  some  form  of  full-time  public  service  (not  necessarily 
military  service)  while  they  are  young,  a  good  citizen  has  a  duty  to  help  out 
in  the  community  like  doing  church  work  or  belonging  to  a  civic  club,  and  I 
would  have  felt  like  I  neglected  my  duty  if  I  had  not  joined  the  military. 
Strongly  Agree  ■  SA,  Agree  ■  A,  Don't  Know  ■  DK,  Disagree  -  D,  Strongly 
Disagree  -  SD. 
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Although  they  Inevitably  give  economic  reasons  for  joining  the  Naval  Reserve; 
and  these  motivations  are  no  doubt  legitimate,  they  also  have  a  moral 
obligation  to  do  their  duty  bv  participating  in  the  civic  affairs  of  their 
ctwmrnnit" 


Attitudes  toward  War 


This  raises  questions  about  the  attitude  of  reservist  toward  war. 

If  they  are  individuals  who  not  only  are  motivated  by  basic  economic  needs 
but  by  a  sense  of  morality,  what  do  they  think  about  participating  in  an 
organization  that  is  for  the  purpose  of  fighting  wars?  The  activities  of 
many  Americans  during  the  Vietnam  War,  for  example,  were  a  result  of  their 
view  that  the  war  was  immoral.  Hundreds  of  young  men  sought  refuge  in 
Canada  and  Europe  to  escape  the  draft  because  they  claimed  the  war  was 
unjust.  These  feelings  have  subsided,  but  the  relationship  between  the 
level  of  moral  awareness  and  military  responsibilities  remains  intriguing. 

This  relationship  may  be  clarified  partially  by  determining  whether 
reservist/ believe  war  is  likely  in  the  near  future.  If  there  is  little 
likelihood  of  war,  the  moral  questions  can  be  pushed  into  the  background. 
When  asked  whether  they  agreed  or  disagreed  with  the  statement  that 
conventional  war  between  the  United  States  and  another  nation  is  a  real 
possibility,  Table  8.3  shows  that  82  percent  agreed,  10  percent  didn't 
know,  and  8  percent  disagreed.  The  possibility  of  war  is  very  real  to 
Naval  Reservist  however ,  in  response  to  an  earlier  question  about  the 
possibility  of  the  Naval  Reserves  being  recalled  to  active  duty  we  found 
that  55  percent  of  the  reservist*  thought  the  chances  of  a  recall  was 
about  20  percent  or  less.  Although  tr.ey  believe  war  is  likely,  they 
think  the  chances  of  their  being  asked  to  fight  are  fairly  remote. 

When  reservist* were  asked  about  the  possibility  of  an  all  out  war, 
their  responses  were  not  so  straightforward.  Most  simply  said  they  didn't 
know.  However,  Table  8.3  shows  that  35  percent  agreed,  42  percent  didn't 
know  and  23  percent  dlsagreeded  that  all  out  war  was  likely  within  15 
years.  Although  the  chances  of  conventional  war  perceived  m  much  greater 
than  all  out  war,  it  is  not  beyond  the  realm  of  possibility  for  over  one- 
third  of  the  reservists  questioned.  Reservists  view  the  possibility  of 
a  limited  nuclear  war  between  the  U.  S.  and  Communist  forcer,  within  the 
next  15  years  as  having  about  the  same  chance  of  occurlng  ns  all  out  war. 
Apparently  reservists  are  somewhat  less  able  to  make  the  kinds  of  refined 
distinctions  along  the  "escalation  ladder"  that  are  made  by  such  high- 
level  strategist  aa  Herman  Kahn  (Kahn,  194?  ). 


TABLE  8.3 


ATVITIMM.S  OK  NAVAL 

RKSCRV 1  :■  1  Tin 

,'AK1'  WAK* 

Percentage 

Statement** 

Agree 

Don 1 1  Know 

Disagree 

1. 

Conventional  war  between  ll.  S. 
and  another  nation  is  always  a 
real  possibility. 

821 

101 

81 

2. 

All  out  war  Is  likely  within 

15  years. 

331 

A2X 

2  31 

3. 

Limited  nuclear  war  between  the 
U.  S.  and  Communist  forces  is 
likely  within  13  years. 

311. 

All 

.7  ol 

A. 

All  wars  are  immoral. 

311 

211 

A71 

5. 

World  V/ar  11  was  a  lust  war. 

A  81 

m 

331 

6. 

The  Vietnam  War  was  a  just  war. 

2  U 

221 

571 

7. 

It  sometimes  bothers  me  that  1 
am  a  member  of  an  organization, 
the  Naval  Reserve,  that  is 
organized  tor  the  purpose  of 
fighting  wars. 

171 

101 

731 

Source:  1979  REDCOM  REG  SEVEN  Retention  Study 
♦Percentage'  fijures  which  do  not  total  100  percent  are  due  to  rounding  errors. 

**Notc:  These  concepts  were  measuted  by  asking  the  respondent  whether 

he  agreed  or  disagreed  with  the  following  statements:  Conventional 
war  between  the  U.  S.  and  another  nation  is  always  a  roal  possibility, 
ail  out  war  is  likely  within  15  years,  and  limited  nuclear  war 
between  the  l'.  S.  and  Communist  forces  is  liielv  within  13  years. 
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When  you  examine  the  attitude  ot  reservists  toward  the  morality  of  war 
or  the  concept  of  a  "just  war,"  we  find  that  almost  one-third  of  the 
reservists  think  that  all  wars  are  immoral.  Forty-eight  percent  accept  the 
idea  that  World  War  11  was  a  just  war,  but  only  ?.l  percent  agree  that  the 
Vietnam  War  was  Just.  The  affect  of  these  attitudes  toward  the  Vietnam 
War  is  moderated  when  you  realize  that  it  has  been  almost  10  years  since 
that  unpopular  war  was  concluded.  Most  young  people  in  the  Navy  were  in 
grade  school  during  the  19b0’s  and  for  them  the  war  is  something  they 
read  about  in  the  history  books.  It  is  no  doubt  true,  however,  (hat  when 
57  percent  of  the  reservists  feel  that  the  purpose  for  which  they  might 
have  been  called  on  to  fight  was  immoral,  retention  is  made  more  difficult. 
These  questions  concerned  the  past.  A  more  relov.mi  item  involves  the 
present.  When  asked  if  it  sometimes  bothered  them  to  be  a  member  of  an 
organization,  the  Naval  Reserve,  that  is  organized  for  the  purpose  of 
fighting  wars,  73  percent  responded  that  it  did  not  bother  them.  Naval 
Reservists,  like  other  Americans,  are  aware  of  the  ethical  implications 
of  their  activities,  but  they  do  not  feel  that  their  participation  in  the 
Naval  Reserve  creates  any  moral  problems  for  them. 

Even  if  reservist'*  do  not  function  at  the  level  of  grand  strategy, 
they  are  involved  in  politics  and  other  forms  id  civic  life.  The 
question  is,  whether  community  involvement  detracts  from  their  Naval  Reserve 
participation  or  reenforces  it?  The  old  adage  that  if  you  want  something 
done,  give  the  job  to  a  busy  person  may  well  apply  to  Naval  Reservists  who 
are  active  in  their  community. 

Political  Activity 

Naval  Reservists  naturally  spend  most  of  their  time  in  civilian 
pursuits,  which  include  various  community  activities.  Such  community 
service  often  involves  politics.  It  should,  therefore,  be  no  surprise 
that  Naval  Reservists  are  very  politically  active.  They  say  tney  are 
interested  in  politics,  they  vote  and  some  campaign. 

Table  8.4  reveals  that  Naval  Reservists  arc  far  more  involved  in 
politics  than  most  Americans.  Seventy-eight  percent  of  the  respondents 
were  registered  to  vote,  71  percent  expressed  some  interest  in  politics, 
and  o9  percent  claimed  to  have  voted  in  the  last  general  election.  ! l  is 
only  with  such  activities  as  campaigning  that  the  percentage  figure  drops 
to  2t>  percent  but  even  this  is  far  in  excess  of  national  average.  This 
level  of  involvement  is  probably  explained  because  of  the  relatively  high 
socioeconomic  level  of  most  Naval  Reservistf, 

Not  only  are  Naval  Reservists  highly  involved  in  politics,  hut  those 
who  are  most  involved  are  most  likely  to  intend  to  reenlist.  Table  8.4 
shows  that  as  one's  involvement  in  politics  increases,  the  decision 
reenlist  is  more  likely.  Forty-five  percent  of  those  who  are  registered 
to  vote  compared  to  22  percent  who  aren't,  say  they  definitely  will 
reenllst;  42  percent  ot  those  interested  in  politics  compared  to  V.  percent 
who  are  not  say  they  definitely  will  reenlist;  47  percent  of  those  who 
voted  In  the  last  general  election  compared  to  25  percent  who  did  not 
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TABLE  8. A 


RELATIONSHIP  BETWEEN  POLITICAL  INVOLVEMENT  AND  INTENTION  TO  REENLIST 


Intention  to  Reenlist 


Political 

Definitely 

Hope 

Don't 

Unlikely 

Definitely 

Number 

Involvement* 

Will 

To 

Know 

Will  Not 

1. 

Registered 

Yes 

452 

182 

252 

52 

62 

782 

(1,415) 

to  Vote 

No 

221 

142 

352 

92 

212 

202 

(365) 

2. 

Interested 

Yes 

422 

172 

262 

62 

82 

712 

(1.291) 

in 

Politics 

No 

322 

192 

322 

72 

112 

142 

(260) 

3. 

Voted  In 

Yes 

472 

192 

242 

52 

62 

692 

(1,242) 

last 

General 

Election 

No 

252 

142 

362 

102 

162 

302 

(545) 

A. 

Talk 

Yes 

452 

172 

252 

62 

72 

642 

(1,159) 

Politics 

No 

322 

182 

312 

72 

132 

282 

(504) 

5. 

Campaigned 

Yes 

532 

142 

222 

42 

72 

262 

(473) 

No 

362 

182 

292 

72 

102 

692 

(1,243) 

Source:  1979  REDCOMREG  SEVEN  Retention  Study 

Note*:  The  Uncertain  category  was  not  listed  since  it  represented  a  very  small 
number  of  respondents,  only  3X  were  uncertain  whether  they  campaigned, 

92  were  •  ncertain  whether  they  voted,  ?2  were  uncertain  whether  t hey  wore 
registered,  and  82  were  uncertain  whether  they  talked  politics. 
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«ay  they  definitely  will  rccnltat;  45  percent  of  those  who  talk  politic;! 
compared  to  32  percent  who  »lo  not,  say  they  definitely  will  recalls!; 
and  53  percent  of  those  win;  ramp  a i gned  compared  to  36  percent  who  did  not  , 
nay  they  definitely  will  roenllst.  At  every  level  of  political  parti¬ 
cipation,  reservists  who  are  involved  in  polities  are  more  likely  to 
reenllst  than  those  who  are  not  involved  in  the  political  process. 

If  political  Involvement  oilers  a  possible  explanation  lor  retention, 
political  party  Identification  does  not.  Forty— two  percenl  of  the 
Democrats,  44  percent  of  the  Independents  and  46  percent  of  the  Republicans 
ray  they  would  definitely  roenllst.  Well  over  hall  «i  the  respondents 
(1,211)  are  either  uncertain  or  believe  that  both  parties  are  about  the 
riflw  when  it  comes  to  nat  loual  defense  spending. 

Although  partisanship  seems  unimportant,  ideological  orientation  Is 
significant.  The  more  conservative  one  sees  himself  the  more  likely  he 
will  roenllst.  About  40  perron!  of  the  reservists  were  consei val i vc ,  30 
percent  were  liberal  and  17  percent  said  they  didn’t  think  In  Ideological 
I  e  rins  .  However,  most  Naval  Reservists  a*o  elthri  consei  vat  I  vc  or  imxlet  at  e . 
Of  those  who  claim  to  he  conservative,  30  percent  will  detlnllely  reenllst, 
whereas  only  23  percent  ot  the  liberals  say  they  will  reenllst.  The 
moderates  fall  closin'  to  the  conservative  end  ol  the  scale  with  43  percent 
saying  that  they  will  reenllst.  Political  Involvement  is  positively 
associated  with  one’s  Nav.il  Reserve  pari  >c  I  pat  Ion  but  partisan  feelings 
seem  to  be  relatively  un Import  ant  In  explaining  relent  Ion. 

Summary 

In  nummary  we  find  that  reservists  have  a  high  sense  of  civic 
responsibility  and  feel  a  duty  to  serve  their  country.  They  ogre  that 
conventional  war  Is  likely  but  are  not  convinced  that  all  out  mi.  1  -nr 
war  is  inevitable.  liven  If  there  Is  a  war.  they  think  their  chances  of 
being  recalled  to  active  doty  an'  remote.  They  believe  war  Is  lmmoial 
but  they  experienced  no  apparent,  problems  with  the  possibility  ol  he  lag 
recalled  In  the  event  ol  national  emergency  .  The  members  ol  the  Naval 
Re  nerve  are  Involved  in  politic.-!.  They  are  Interested  In  politics,  taik 
politics,  vote  and  campaign  at  higher  levels  than  must  Ante  i  1  cans . 

Although  party  I  den t I f I  eat  I  on  does  not  predict  Intention  t o  reenllst  , 
ideal  nglcnl  or  I  ent  at  I  mi  la  s  I  gu  I  I  I  cant  .  The  more  ionsiiv.il  ive  one  ;ci  s 
himself,  the  more  likely  he  will  reenllst.  tleneiallv,  we  llml  thoi  a 
high  sense  of  civic  responsibility  and  political  involvement  I:  positively 
assoc  1  at od  with  retention. 


CONCLUSIONS 

AND 


RKOOUffiNDATIONS 


Tlie  purpose  of  this  research  is  to  explain  a  resarvist'9  decision  to 
continue  participating  in  the  Naval  Reserve.  We  found  that  most  reservists 
have  every  intention  of  continuing  their  affiliation  with  the  Naval 
Reserve.  Host  of  those  questioned  never  or  rsrely  think  of  getting  out. 
Over  half  of  t he  reservists,  for  example,  give  themselves  a  90  percent 
chance  or  better  of  remaining  in  a  drilling  unit  for  another  year  and 
an  80?  chance  of  remaining  in  the  Reserve  for  twenty  years.  They  are 
career  motivated.  Certainly  wo  have  moved  a  long  way  from  the  days  when 
Commander  Roe  was  afraid  that  if  his  ships'  hosts  were  unattended  by 
officers,  the  crew  would  leap  and  run. 

Soda 1  and  Economic  Profile 

The  social  and  economic  profile  of  the  Naval  Reservist  shows  that 
in  civilinn  life  he  is  relatively  successful,  likes  his  work,  and  thinks 
of  himself  ns  either  a  working  or  middle  class  American.  Most  are  white, 
Protestant,  married  males  wltii  approximately  two  dependents.  These 
reservists  have  a  high  sense  of  civic  responsibility,  feel  obligated  to 
participate  in  community  ncitlvltes,  and  think  that  all  Americans  have 
a  duty  to  serve  their  country.  However  far  the  regular  active  duty 
sailor  mnv  be  from  the  mainstreum  of  American  life,  the  Naval  Reservist 
is  squarely  in  the  middle. 

Role 


The.  Naval  Reservist  was  not  alienated  by  his  active  duty  military 
experience,  hut  remembers  those  days  in  an  extremely  positive  way.  He 
continues  to  feel  a  strong  sense  of  identity  with  the  Navy.  As  one 
might  suspect,  these  feelings  become  more  intense  ns  ago,  longevity, 
and  rank/rate  are  increased.  From  what  we  found,  reservists  experience 
very  little  role  conflict  between  their  civilian  life  style  and  their 
military  norms.  Unlike  the  problems  of  the  1960's  with  counter-culture 
pressures  and  ant  1 -mi  1  it  ary  attitudes,  these  reservists  arc  very  comfortable 
in  the  Navy.  An  explanation  for  tills  is  probably  a  combination  of 
social  changes  and  more  flexible  Naval  personnel  policies  which  reduce 
the  force  of  the  cross-pressures  on  the  reservists.  These  findings 
support  the  preliminary  iudepth  interviews  of  reservists  given  before  the 
survey.  The  hoc  1  a  1 i /at i on  process  which  transforms  civilians  into  military 
roles  has  been  successful. 

Impact  of  Family 

I’apl.  James  K.  Williams'  recognition  of  the  Importance  of  the  family 
is  extremely  accurate.  Reservists  who  have  the  support  of  their  spouse 
are  far  more  likely  to  reenlist  than  those  who  do  not.  Tills  is  especially 
important  given  the  fact  that  the  Naval  Reserve  is  a  married  man's  outfit. 

It  was  also  established  that  the  greater  the  number  of  dependents,  the 
greater  the  likelihood  of  reenl 1st  meat .  No  doubt  more  attention  should  be 
given  to  the  reservists'  family  than  is  currently  being  done.  Tills  would 
have  a  positive  affect  on  the  retention  rate. 


Economic  Incentives 


When  asked  why  they  joined  the  Naval  Reserve,  the  responses  most 
often  given  were  economic  benefits,  although  11  percent  Indicated  their 
primary  reasons  were  patriotic.  Very  few  Rave  professional  advancement 
and  even  fewer  gave  social  reasons.  It.  is  disappointing  to  learn  that 
only  2  percent  of  the  respondents  said  they  Joined  the  Naval  Reserve 
because  of  the  training  they  might  expect.  The  explanations  for  joining 
the  Reserves  given  by  reservists  in  REDCOM  RF.G  SEVEN  correlate  almost 
perfectly  with  those  given  several  years  ago  in  KEDCOMSFRAN  and  LOSA. 

It  would  seem  that  despite  vast  reorganization  and  increased  operational 
readiness,  individuals  join  the  Reserves  now  pretty  much  for  the  same 
reasons  they  used  to  Join  -  pay  and  retirement  benefits.  Though  they 
joined  the  Reserve  for  pay  and  retirement,  they  expect  a  great  deal  more 
from  their  drill  experience. 

Self-Actualization  and  Satisfaction 


Naval  Reservists  are  operating  at  Mnslow’s  higher  levels  of  lits 
hierarchy  of  needs  which  include  self-esteem  and  .self-actualization. 

They  say  they  want  the  opportunity  to  have  a  sense  of  accomplishment,  to 
exercise  independent  thought  and  action,  and  to  work  in  a  stimulating 
and  challenging  environment.  They  are  dissatisfied  with  how  the  drill 
compliments  their  civilian  occupation,  how  their  abilities  are  utilized 
and  the  amount  of  responsibility  they  have  been  given.  They  feel  that 
more  time  should  be  devoted  to  rate  training  and  professional  lending, 
and  less  time  spent  on  going  to  meetings  and  writing  reporta.  Like  the 
sailors  in  the  surface  fleet  discussed  by  l.TJG  Dengler,  Naval  Reservists 
are  impatient  witli  a  system  that  tolerates  poorly  equipped  Naval  Reserve 
Centers.  They  find  the  classroom  boring  and  prefer  hands-on-type 
training  experiences.  These  findings  clearly  reenforce  the  critical  need 
for  the  SBS  Trainer.  It  ia  important  to  recognize  that,  as  Vroom  (1964) 
hypothesized,  satisfaction,  although  not  necessarily  a  good  predictor  of 
performance, 1h  an  explanation  for  retention.  The  higher  the  level  of 
satisfaction  with  various  aspects  of  the  Naval  Reserve  experience,  the 
higher  the  intention  to  recti  list. 

Leadership  ami  Equity 

Reservists  generally  feel  thar  the  leadership  and  supervision  they 
receive  in  their  units  are  good.  Their  Commanding  Officer,  they  .say, 
provides  strong  leadership.  It  is  also  true  that  democratic  instead  ef 
authoritarian  leadership  styles  are  widespread  and  prefered.  Most  Naval 
Reservists  have  an  expectation  of  fair  and  equitable  treatment  by  their 
officers.  They  feel  favoritism  in  discouraged  and  there  is  equal  oppor¬ 
tunity  lit  job  assignments.  Women  have  been  well  integrated  into  most  units 
and  their  attitudes  arc  in  most  respects  similar  to  men.  Blacks,  however, 
do  not  feel  that  they  are  treated  ns  fnlrly  as  do  whites.  Even  so,  most 
blacks  believe  that  they  are  part  of  a  closely  knit  group  Lhat  treats 
them  equitably.  The  leadership  of  the  Naval  Reserve  from  these  survey 
results  uppeara  to  be  effective  in  integrating  both  women  and  blacks  into 
their  units.  The  generalization  that  a  consultative  leadership  style 
encourages  retention  La  con  i  I  fined. 
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Moral  Obltgat Ion 

The  Naval  Reservist,  an  we  have  said,  is  very  much  a  part  of  the 
mainstream  of  American  life.  They  feel  a  high  sense  of  citizen  duty, 
and  a  strong  need  to  do  their  job  the  very  boat  they  can.  In  fact, 

60  percent  of  the  reservists  said  they  would  have  felt  like  they  neglected 
their  duty  if  they  had  not  joined  the  military.  This  loyalty  is  combined 
with  an  awareness  of  the  moral  implications  of  war.  According  to 
Kohlberg's  levels  of  moral  development.  Naval  Reservists  would  probably 
be  on  level  four  which  means  they  are  concerned  with  carrying  out  their 
duty,  have  respect  for  authority  and  are  concerned  with  stability  and 
order.  Although  many  reservists  think  there  is  some  question  about  the 
morality  of  all  wars  and  especially  the  Vietnam  Wat  ,  most  do  not  think 
that  their  participation  in  the  Naval  Reserve  raises  any  moral  problems. 

Wo  find  that  Naval  Reservists  are  highly  involved  with  polities. 

They  talk  polities,  vote,  and  campaign  at  levels  much  higher  than  the 
average  American.  Although  partisanship  does  not  predict  retention, 
ideological  orientation  does.  The  more  conservative,  the  greater  the 
likelihood  one  intends  to  reenlist.  One  nr  the  most  important  findings 
is  that  the  greater  the  involvement  In  community  nfflars,  the  more  likely 
the  intention  to  reenlist. 

Base’  on  these  findings,  a  major  thrust  of  a  retention  program 
should  i  obably  he  directed  at  the  principal  clientele  group  which  are 
middle-class  Americans.  These  are  the  people  who  compose  most,  of  the 
Naval  Reserve  and  who  are  likely  to  make  or  break  the  group's  effectiveness. 
However,  Individuals  who  fall  outside  of  these  categories  should  also 
be  encouraged  to  remain  a  part  of  the  program.  The  Navy  has  a  unique 
opportunity  to  strengthen  its  manpower  pool  by  demonstrating  that  it 
offers  an  equal  opportunity  for  everyone  to  profess i ona 1 lv  advance.  A 
likely  candidate  for  dropping  out  of  the  Naval  Reserves  in  R1.DC0HRRG  ShVKN 
is  someone  in  their  mid-twenties  at  about  the  end  ot  four  years  of  service. 
They  are  likely  to  have  a  low  income  and  be  relatively  untnvolved  in  tin' 
community.  As  young  adults  move  Into  more  responsible  positions  in 
society,  the  Naval  Reserve  is  more  likely  to  become  an  important  part  of 
their  life.  If  one  is  developing  a  strategv  to  improve  retention,  ft 
is  critically  important  to  focus  attention  on  reservists  in  their  earlv 
twenties  so  that  when  the  natural  social  and  economic  pressures  promot  lug 
retention  begin  to  take  effect,  the  most  talented  personnel  will  still 
be  around.  By  the  time  a  reservist  is  in  his  thirties,  he  probably  intends 
to  stay  with  the  program. 
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Re  c  our*'  ml  a  1 1  on  m  for  Chany 

It  is  apparent  from  this  initial  descriptive  analysis  of  the 
reservist  population  of  REDCOM  SKVKN  that  retention  is  a  selective  problem. 
Therefore,  recoranwndat  tons  for  change  should  be  targeted  for  that  sector 
of  the  population  which  suffers  most  severely  from  the  affliction.  This 
sector  is  composed  of  enlisted  personnel  who  arc  between  twenty  and 
thirty  years  of  age,  who  are  e'ther  unmarried  or  Itave  few  dependents, 
who  are  financially  constrained,  and  who  are  Junior  In  rank  with  less 
than  five  years  of  service. 

In  addition  to  concentrating  on  the  locus  of  the  problem,  specific 
qualitative  Issues  within  tills  location  must  be  addressed.  The  Issues 
thus  far  identified  include  family  Involvement,  training,  admin  1 st rut  1 ve 
support,  ntlause  of  skills,  civic  Involvement,  leadership,  civilian  Job 
conflict,  and  boredom. 

The  following  policy  rocoirnnendat I ons  in  relative  order  of 

importance  are  suggested.  It  should  be  noted  that  these  recommendations 
are  neither  revolutionary  nor  are  they  partlcul  uly  new.  Indeed,  cuusy 
have  been  Implemented  in  a  variety  ot  contexts.  However,  these 
recommendations  take  on  new  importance  when  viewed  from  the  perspective 
of  the  foregoing  descript fvi  analysis.  It  they  arc  implemented  systema¬ 
tically  rather  than  piecemeal  (as  has  been  done  previously)  with  a  clear 
understanding  oi  their  combined  potential  for  Increased  retention,  then 
the  problem  oi  retention  may  bo  significantly  reduced. 

SpcettJLc  1’raponul:- 

1.  Sensitize  active  duty  personnel  to  the  absolute  requirement  that 
administrative  support  willingly  provided  for  drilling  reservists  Is 

the  aunnnutn  bonum  of  their  professional  life.  This  is  especially  critical 
during  the  first  three  to  six  months  of  an  enlistee's  at  filial  ton.  It 
is  during  this  time  that  administrative  Indifference  wreaks  the  most 
havoc;  this  is  the  time  when  the  reorul tors  1  promises  are  put  to  the 
Initial  tost  and  when  expect  .it  Iona  and  reality  a.e  compared  in  terms  ot 
satisfaction.  Command  attention,  sensitivity  training,  and  liuloct  r  lent  ion 
divisions  are  strongly  recommended.  It  goes  without  s  ylug  that  receipt 
of  the  paycheck  Is  the  single  most  important  item  which  must  be  aecomp I i shed . 
This  study  has  repeatedly  affirmed  that  financial  consideration  ):■  tin1 
prime  mover  of  participation. 

2.  Involve  the  family  (espcclallv  the  wife)  in  Reserve  participation. 

Center  and  unit  Commanding  hit  leers  should  Initiate  contact  with  the  wife 
and  lamlly  through  per sonn  1 1  /ed  eon  espoiulence  and  t  ami  1  v -orient  ed  social 
events  such  as  cook-outs  and  short  lours  ot  nearby  Naval  and  civilian 
points  ol  into  rest  . 


3.  Conduct,  a  skills  Inventory  of  each  unit  and  center,  concentrating  on 
interest  and  abilities  other  than  chose  related  to  the  reservists'  rate. 
Then,  use  those  skills  to  the  benefit  of  the  community  and  the  Naval 
Reserve . 

4.  Increase  reservists'  participation  In  civic  projects  at  the  local 
level.  Do  this  as  a  unit  on  drill  week-ends,  other  than  WET's.  This 
accomplishes  two  purposes:  (1)  It  reduces  Lhe  well-documented  dissatis¬ 
faction  with  boring  classroom  lectures,  and  (2)  It  meets  the  demonstrated 
need  of  reservists • to  increase  civic  involvement. 

5.  Increase  WET  opportunities  to  provide  realistic  hands-on  training. 
Reprogram  money  accordingly. 

6.  Increase  effor  -s  to  upgrade  equipment  available  in  the  Reserve  Centers. 
Tine  SBS  program  should  be  accelerated  and  emphasized  in  .uiv  cost  trade¬ 
off  analysis. 

7.  Screen  prospective  unit  Commanding  Ofi icers  for  unacceptably  high  levels 
of  authoritarian  leadership  tendencies.  Validated  tests  are  available 

for  this  and  are  being  used  in  Industry. 

8.  Recognize  outstanding  performance  by  letters  of  commendation  and  such 
programs  as  "sailor  of  the  quarter,"  Make  awards  at  morning  quarters. 

9.  Periodically  contact  civilian  employers  and,  most  especially,  Immediate 
supervisors  and  tell  them  that  the  Naval  Reserve  appreciates  their  support. 
Emphasize  that  the  reservist  is  doing  a  good  job  and  inter  that  this  is 
the  result  of  good  leadership  and  supervision  on  the  part  of  the  employer. 

10.  Periodically  invite  employers  and  supervisors  to  organized  social 
activities. 

11.  Provide  opportunities  for  segmental  drilling  when  job  conflict  is 
apparent . 

12.  Increase  the  efforts  to  overcome  the  feelings  among  minority  groups: 
that  they  arc  being  treated  unfairly.  This  should  be  done  b\  recogniziiij 
their  contribution  to  achieving  organizational  objectives  rather  than 
througti  paternalism. 

13.  Do  not  underestimate  the  effectiveness  of  appeals  to  patriotism 
and  civic  duty.  Pay  is  a  necessary  cause  of  initial  all  illation  but  is 
not  always  sufficient  to  retain  the  better  reservists. 

14.  Undertake  u  hard  look  at  the  training  program  with  a  view  to  developing 
innovative  alternatives  to  what  many  reservist/ see  as  a  dull  and  drearv 
exercise.  For  example.  It  might  be  possible  to  reschedule  drills  to  take 
advantage  of  college  or  technical  courses  offered  in  the  community  or  bring 
in  trained  teachers  to  alter  a  series  ot  courses  relevant  to  the  units' 
needs . 
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Retention  is  a  multi-faceted  problem.  It  must  be  attacked  by  all 
levels  of  coonand,  but  the  needs  of  the  drilling  reservist  must  comprise 
the  battleground.  The  foregoing  recommendations  partially  blueprint  a 
strategy  of  change,  but  more  refined  analysis  is  necessary  to  more 
specifically  Isolate  those  factors  which  will  require  attention  by  all 
who  are  concerned  friends  of  the  Naval  Reserve. 

Future  Research 

The  literature  suggests  numerous  alternative  explorations  in  the 
analysis  of  retention.  This  preliminary  report  provides  an  overview  of 
what  has  been  learned,  but  more  narrowly  focused  indepth  analyses  of 
various  aspects  of  this  beha\ ior  are  required.  Although  the  data 
collected  in  Readiness  Command  Region  SEVEN  provides  grist  for  this  mill, 
a  national  study  would  be  more  comprehensive  and  provide  greater  confidence 
in  Its  results. 
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tX'AVAL  RESERVE  READINESS  COMMAND  REGION  SEVEN 

NAVAI  IS  AM 

chahu  mon  s  c  ;*«40« 


1  1  .M'M  1979 


PERSONAL 

To:  Comuanding  Officers/Of  floors  in  Charge 

Subj:  Retention  Study 

1.  During  the  Conmanding  Officers'  Conference  you  attended 
recently,  you  were  briefed  on  a  retention  research  project 
that  would  be  conducted  this  sumner  within  Readiness  Command 
Region  SEVEN.  The  purpose  of  this  study  is  to  help  us  better 
understand  some  of  the  strengths  and  weaknesses  in  the  Naval 
Reserve  and  to  determine  what  kinds  of  changes  we  ought  to 
consider  in  order  to  improve  the  quality  of  the  Naval  Reserve. 

2.  The  information  collected  is  confidential  and  will  be 
analyzed  statistically  to  explain  the  unacceptably  high  levels 
of  attrition  in  the  Naval  Reserve.  The  data  will  not  be  used 
for  inspection  purposes  nor  will  the  findings  be  reflected  in 
your  fitness  report.  It  is  an  effort  to  develop  generalizations 
about  the  levels  of  satisfaction  with  various  aspects  of  the 
Naval  Reserve  and  how  these  attitudes  are  related  t.o  the  inten¬ 
tion  to  reenlist.  A  profile  of  those  reservists  lost  prior  to 
their  EOS  or  who  fail  to  reenlist  will  be  constructed  so  that 

we  ran  determine  if  there  is  a  patten,  of  attitudes,  beliefs  and 
opinions  associated  with  attrition.  As  soon  us  an  analvsi.  of 
the  data  is  complete,  you  will  be  forwardeu  copies  of  the  reports. 

3.  You  will  be  receiving  instructions  shortly  about  the  admini- 
tration  of  the  questionnaire.  It  should  require  about  two  hours. 
Your  cooperation  in  modifying  your  schedule  so  ti.a1  this  survey 
can  be  completed  expeditiously  is  appreciated. 

Win.  .1.  (ill  MOP  I 
Rear  Admiral ,  VS NR 
Comnander 


AITENOIX  A 


Naval  Reserve  Readiness  Command  Region  Seven 

NAVA'.  base 

Charleston,  s  C.  29*JOb 

11  Juno  1979 


Trom:  Commander,  Naval  Reserve  Readiness  forma  nd  Region  SEVEN 
To:  Commanding  Officers,  Naval  Reserve  Centers 

Comnanding  Officers,  VTU's 

Subj:  Readiness  Command  Region  SEVEN  Retention  Study,  1979 

1.  As  all  of  you  know  from  your  briefing  at  the  Reserve  Center  Command¬ 
ing  Officers1  Conference  in  Charleston  last  spring.  Readiness  Conmand 
Region  SEVEN  is  conducting  a  study  into  the  problems  of  retention.  Your 
cooperation  and  assistance  in  the  research  effort  are  appreciated. 

2.  You  will,  in  the  next  few  days,  receive  a  package  of  survey  .materials. 
The  fonnanding  Officer  of  the  Reserve  Center  is  responsible  for  adminis¬ 
tering  the  questionnaire  with  the  assistance  of  the  Commanding  Officer 

of  the  VT'J,  to  all  officer  and  enlisted  reserve  personnel  in  the  Reserve 
Center.  it  is  mandatory  that  each  person  in  the  Readiness  Command  have 
an  opportunity  to  answer  the  questions  on  the  survey.  If  this  informj- 
tion  is  to  be  useful,  however,  uniform  procedures  and  instructions  must 
be  carefully  followed.  It  Is  particularly  important  that  the  confiden¬ 
tiality  of  the  participants  be  protected.  Your  attention  is  directed  to 
the  detailed  instructions  in  NAVRESREDCOMREGSCVENNOTE  1040  of  1?  June 
1979  and  to  tne  General  and  Verbatim  Instructions  for  admiri strat ion  of 
the  questionnaire. 

3.  As  soon  as  the  analysis  of  the  data  is  complete,  you  will  be  forward¬ 
ed  reports  msed  on  this  information.  Retention  is  extremely  important, 
from  this  research,  it  may  be  possible  to  develop  policies  and  prccrams 
that  will  make  the  Naval  Reserve  a  more  attractive  career,  and  strengthen 
our  national  defense  effort.  1  urge  you  to  give  this  survey  your  personal 
attention. 


Vkn.  J.  GILMORE 
Rear  Admiral,  USNR 
Commander 


APPENDIX  11.  1 


in  riply  Mrm  toi 


NAVAI.  KKKKHVK  ItKADINKMK  COMMAND  Kl.CION  SKVMN 

Navai,  Mask 

CIUIII.KSTIIN,  MlLTII  I'AIIIIIINA  CIM  OH 


Code  S2  :M1,B 
June  I.’,  1474 


MEMORANDUM  FROM  THE  RETENTION  OFFICER 
To:  Distribution  List 
Subj  :  Retention  Study 

Ref:  (1)  NAVRESRKDCOM  REG  SEVEN  NOTICE  1040  of  12  June  1979 
(2)  RADM  01101010’ s  ltr  dtd  11  June  1979 

Enel:  (1)  General  and  Verbatim  Instructions  ior  administration  of 
survey 

1.  In  accordance  with  references  (a)  and  (b)  Readiness  Command 
Region  SEVEN  will  conduct  a  survey  aO  the  officers  and  enlisted 
personnel  assigned  to  the  Readiness  Command.  Enclosure  (1)  is  a 
copy  of  the  General  and  Verbatim  Instructions  for  administration 

of  the  questionnaire.  Additional  copies  will  be  forwarded  with  the 
questionnaire  books  in  the  next  few  days. 

2.  As  you  know  the  purpose  of  this  project  is  to  collect  information 
which  will  be  of  help  to  all  of  us  in  understanding  retention.  1 
want  to  assure  you  that  our  findings  will  be  made  available  to  you, 
and  that  the  information  will  be  used  constructively. 

3.  I  recognize  that  it  is  always  difficult  to  rearrange  the  drill 
schedule  on  short  notice.  Your  cooperation  in  conducting  this  re¬ 
search  is  greatly  appreciated. 


M .  L .  Boy 
CDR  USI^R 


Dist  rlbut ion : 

NAVRF.SREDCOM  REG  SEVEN  List  11 
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Navai.  Hkseuvk  Hi'.aimmisn  ('idimami  Kki.ion  Skvj:\ 

n*vai.  bank  Cane :  Nov  79 

COARI.KSTON.  8AHT1I  CAH4MINA  20408  in  mriv  <■>■>  to 

NAVRESREDCOMREGSEVENNOTE  1040 
Code  52 


NAVKL’SREDCOM  REG  SEVEN  NOTICE  10  40 
Subj :  Naval  Reserve  Retention  Study 

1 .  Purpose .  To  assign  responsibilities  in  connection  with  the 
admini stra tion  of  a  personnel  attitude  survey  being  conducted 
within  Readiness  Command  Region  SEVEN  Reserve  population. 

2 .  Discussion 

a.  The  survey  is  to  determine  opinions  of  Reservists  con¬ 
cerning  various  aspects  of  their  participation  in  the  Naval  Re¬ 
serve.  The  data  collected  will  give  an  indication  of  the  role 
the  reserve  plays  in  their  life,  their  feelings  about  their 
reserve  activities,  and  their  attitudes  concerning  various 
social  issues.  The  purpose  of  this  research  is  to  provide  an 
explanation  of  the  excessive  number  of  controllable  .losai  s  with 
a  view  to  eliminating  those  practices  which  drive  good  people 
out  of  the  Naval  Reserve. 

b.  A  questionnaire  lias  been  developed  to  be  administered 
to  all  reserve  officers  and  enlisted  personnel  assigned  to 
Readiness  Command  Region  SEVEN.  Copies  of  the  qiiGEt.oii.un  j  e, 
answer  sheets,  and  instructions  for  auininisLratioi  oJ  the  survey 
will  be  mailed  to  the  Naval  Reserve  Center  Commanding  Oflicers. 

The  questionnaire  should  be  given  to  each  Reservist  during 
period  alpha  on  the  drill  following  receipt  of  the  survey  material. 

c.  The  Commanding  Officer  of  the  Naval  Reserve  Center  wall 
receive  a  package  of  questionnaires  that,  are  serially  numbered. 

An  inventory  by  unit  is  provided  so  that  control  of  vhiih  units 
have  responded  and  which  have  not  can  be  maintained.  Tin  '<  •  ; i 

Lc  a  L  least,  one  questionnaire  for  each  Reservist. 

d.  To  reduce  the  likelihood  of  bias  caused  by  licvi  r.v,  onus' 

supervisor  present,  the  questionnaire  should  be  admini stoied 
end  proctored  by  someone  not  in  the  unit.  It  is  suonested 
tii.it  ti.e  administ  ration  of  the  survey  be  done  by  oti'icvi. 
attached  to  the  VTH,  in  cooperation  with  tint  Relent  •■•n  Team, 
and  under  the  direct  supervision  of  the  Commanding  1  ricei  •  ■ 
the  Naval  Reserve  Center.  Active  duty  support  pel  a  may 

L>p  used  as  proctors  if  needed.  Although  Reservi  itsmuy  t  i  ■■ 
the  questionnaire  with  people  from  other  units,  they  should  he 
divided  into  at  least:  three  groups  by  rank  and  inti-  ;  U  I  1 1.  e  i 
r°  i:6,  E.S  -  El)  ,  and  "tested"  in  operate  space.;.  It  i  r  in 
1'Oilant  that  all  Reservists  take  the  questionnaire  uneei  mnu  .-.i 
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NAVRESREDCOMREGSEVENNOTE  1040 


conditions.  Therefore,  the  procedures  and  arrangements  normally 
followed  in  giving  Navy  Advancement  examinations  should  serve  as 
a  model . 

e.  To  protect  the  confidentiality  of  each  Reservist,  the 
proctor  must  collect  the  answer  sheets,  and  put  them  into  a 
sealed  envelope.  This  information  must  not  be  shown  to  anyone 
in  the  unit  and  should  not  be  analyzed  locally.  The  completed 
answer  sheets  should  be  forwarded  to  Readiness  Command  Region 
SEVEN  (Code  52)  within  five  days.  The  Reserve  Centers  Com¬ 
manding  Officer  is  responsible  for  maintaining  a  record  of  the 
Rusorv i s t s  in  each  unit  who  did  not  take  the  questionnaire  and 
of  making  arrangements  for  these  people  to  be  surveyed  at  the 
first  available  opportunity. 

3 .  Action 

a.  Commanding  Officers  of  Naval  Reserve  Centers:  Administer 
questionnaire  to  all  Reservist  supported  by  his  center  in  accord¬ 
ance  with  instructions  provided  and  return  answer  sheets  to  RED- 
COM  REG  SEVEN  (Code  52). 

b.  Unit  Commanding  Office'rs:  Coordinate  with  reserve  center 
commanding  officers  on  planning  of  a  drill  date  and  time  for  unit 
personnel  to  answer  survey  questionnaires.  The  target  date  is  the 
June  drill  but  no  later  than  the  July  drill. 

c.  The  survey  coordinator  is: 

CDR  Milton  Lee  BOYKIN,  USNR-R 
REDCOM  REG  SEVEN  (Code  52) 

Charleston,  SC  29408 
Thone:  FTS  -  794-6025/4712 

Commercial  -  803-743-6025/4712 
Home  -  803-577-07x6 

All  answer  sheets  shall  be  returned  to  the  Survey  Coordinatoi  ASAP. 
The  questionnaires  should  be  returned  when  convenient. 
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GENERAL  AND  VERBATIM  INSTRUCTIONS 


FOR  THE 

ADMINISTRATION  Of  THE  COMMAND-WIDE  NAVAL  RESERVE  SURVEY 


The  Commander  Naval  Reserve  Readiness  Command  Region  SEVEN  is  conducting 
a  survey  of  all  naval  reserve  nersonnel  in  the  Readiness  Command. 

It  is  important  to  maintain  standardized  procedures  in  the  adn-i  nissrat  lot- 
of  the  quest i onna i re .  The  answer  of  individual  responded  is  will  he  of  value 
only  if  all  adm i n i strator s  give  the  same  instructions.  Personnel  ae ' i no  as 
proctors  of  this  survey  should  be  thoroughly  fami I iar  with  the  eoner  I  in¬ 
structions  and  the  verbatim  instructions. 

I  GENERAL  INSTRUCTION?: 

I.  the  survey  shall  be  administered  by  active  duly  .upp'i-t  per  soenui 
if  possible  or  by  members  of  the  Vlli.  It  must  no  I  he  ndnii  n  i  r-\-i  od  by  an.  v  rn 
in  the  unil  of  the  reservists  taking  the  quest ionna i re. 

.  Ihe  survey  should  be  administered  the  first  day  o!  drill  dr, rim. 
Period  Alfa.  (Saturday  morning).  If  a  personnel  inspection  in  ,-hcdu  I  ed 
by  f  lie  Rt  DCOM,  Ihen  the  questionnaire  shall  be  administered  irari'ol.iulv 
after  t fie  inspection. 

5.  Al  low  approximately  two  hours  for  comp  I  el  Ion  of  the  que*.t iom-ai'i  . 

M  requires  about  10  minutes  to  read  the  verbal  i  m  i  ns- 1  uc  1  i  on-  tM..i  .  tl-t ...  1 
I  .1/2  hours  to  answer  the  questions  in  the  survey  hoot. 

4.  The  questionnaire  shall  be  administered  to  "split"  cm  ups. 

I  .  Of  f  i cer  s 
?  .  E-6  and  above 

a.  E-'-  and  below 

r' .  T  r.e  survey  must  be  monitored  continuously  in  Insure  t  i>a  1  1  •  r  .■ 

and  order  I y  atmosphere  is  maintained. 

n.  survey  books  should  not  be  placed  on  desks  or  I  4-1.  ■■  i  ■ r  to 

adm  i  n  i  •■(  i  a  |  |  on  of  t  h.  i  ?  survey.  When  respondents  are  sea'.-d,  pro  tor:  •  i.  I  a 
hand  our  1  tie  m.ileri  it  to  t  tie  irulividua!  respondents  a.-d  the:-  i  -  - .  •  i  a|.  u; 
Verbal  im  I  list  rue  I  Ions  which  set  forth  the  procedure  fci  .in'-.,  u  a  : 


7.  When  questions  arise,  during  the  admi nlstraTlon  of  the  survey, 

advise  the  respondent  to  br i nq  the  question  to  the  attention  or  the  proctor. 
The  proctor  can  answer  tactual  quest  ions  for  the  respondent .  (i.e.  He 

may  tell  the  respondent  that  a  "CT"  Is  a  Cotnmuni cat  Ions  Technician.)  The 
proctor  should  not,  however,  provide  information  which  calls  for  an  opinion 
on  the  part  of  the  respondent. 

8.  Given  Ihe  complexity  of  some  of  the  instructions  at  the  beqinninq 
of  each  subsection,  the  proctor  should  road  those  carefully  so  he/she  will 
be  able  to  clarify  these  instructions  as  necessary. 

9.  On  completion  of  the  quest  Iorria  I  re,  answer  sheets,  will  he  pl.iv.ed 
in  the  envelope  provided  and  when  the  last  answer  sheet  is  lurried  in,  the 
envelope  will  be  sealed  in  the  presence  of  those  taking  the  questionnaire 
and  returned  to  the  Command i nq  Officer  of  the  Reserve  Center.  He  will  then 
forward  these  directly  to  Ihe  Retention  Officer,  Readiness  Command  Reoion 
SEVEN  (Attn:  Cede  TO. 

10.  After'  45  minutes  a  shorl  break  should  he  provided  so  that  Reservists 
may  rest;  however,  the  prtxtor  must  guard  again:  f  any  "hall  sessions" 
developing  concerning  the  subject  material .  Standing  in  place  is  recommended 
however,  Reservists  may  qo  to  the  head  If  necessary. 

11.  As  each  respondent  completes  his  questionnaire.  1  he  piocfor  should 
insure  that  the  following  matorial  is  turned  in:  The  per ; a  I  i red  booklet, 
the  answer  sheet,  and  the  pencil. 

I .  Once  Ihe  answer  street  has  been  turned  in  t-1  the  proofor,  no  one 
else  in  the  reserve  center  will  have  access  to  the  answei  sheet.  The 
senior  proctor  will  ensure  that  all  answer  shot' Is  are  p'aced  in  the 
envelope  provided  and  the  envelope  is  sealed. 

13.  the  proctors  should  take  the  quesl ionna i re  inomsolve.-  before 
administering  it  to  other  Reservists.  VI H  proctors,  should  fo,  ward  thoi r 
answer  sheets  directly  to  the  Retent  ion  Officer,  Readiness  Command  Rea  ion 
SEVEN  (ATTN:  Code  5?).  Active  duty  support  personae  I  may  Jo-,  trey  their 
answer  sheets. 

14.  Now  turn  to  the  Vor  hat  im  I  ns  I  rue  t  i  pus  and  ran*"  them  aloud  io  the 
Reserv I st . 


11  VERBATIM  INSTRUCT fONS  (Read  slowly  and  distinctly) 

1.  Good  Morning. 

2.  You  SHOULD  HAVE  IN  FRONT  OF  YOU  A  QUESTIONNAIRE,  ANSWER 
SHEET,  AND  A  PENCIL.  If  YOU  DO  NOT  HAVE  ANY  OF  THESE  ITEMS,  RAISE 
YOUR  HAND  AND  A  PROCTOR  WILL.  ASSIST  YOU  IN  OBTAINING  THEM. 

3.  I  WOULD  LIKE  TO  DIRECT  YOUR  ATTENTION  TO  A  LETTER  IN  THE 
FRONT  OF  YOUR  QUESTIONNAIRE  FROM  RADf'1  WlLLI AM  GiLMORE,  USNR, 

Commander,  Readiness  Command  Region  SEVEN.  (Turn  to  the  letiek 

AND  READ  ALOUD) 

4.  I  WILL  NOW  READ  YOU  THE  PRIVACY  STATEMENT.  ( RtAD  ALOUD 
THE  PRIVACY  STATEMENT  ON  FAGE  1  IN  THE  QUESTIONNAIRE). 

5.  This  survey  contains  a  series  of  questions  dealing  whim 

WHAT  YOU  THINK  ABOUT  A  VARIETY  OF  ISSUES  RELATED  TO  THE  NAVAL 

Reserve.  Your  answers  are  completely  confidential.  Nc  one  in 

YOUR  UNIT  WILL  SEE  YOUR  RESPONSES  SINCE  ALL  REPORTS  WILL  BE 
SUMMARIES  OF  A  LARGE  NUMBER  OF  INDIVIDUALS.  Ke  WILL  ASK  FOR 
YOUR  SOCIAL  SECURITY  NUMBER  AND  OTHER  UNIT  INFORMATION,  NOT  IN 
ORDER  TO  IDENTIFY  YOU,  BUT  TO  PROVIDE  AN  OPPORTUNITY  FOR  GROUP 
COMPARISONS  IN  FUTURE  ANALYSIS.  PLEASE  DO  NOT  PUT  YOUR  NAME  ON 
THE  ANSWER  SHEET.  As  SOON  AS  THE  INFORMATION  HAS  BELT!  ANA!  MM) 
YOUR  ANSWER  SHEETS  WILL  BE  DESTROYED  AND  YOUR  SOCIAL  OCCUR  IT Y 
NUMBERS  WILL  BE  DELETED  FROM  THE  DATA  FILE.  In  TIMS  WAY  IT  Will 
RE  IMPOSSIBLE  TO  IDENTIFY  YOU  WITH  ANY  OF  THE  ANSWERS  YOU  HAN E 
G  IVEN  . 

6.  Wait  for  instructions  prior  to  completing  any  blocks  on 

YOUR  ANSWER  SHEET!  ACCURACY  IN  FILLING  OUT  YOUR  ANSWER  SHUT 

IS  REQUIRED  IN  ORDER  THAT  THE  QUESTIONNAIRE  MAY  BE  PROPERLY  K LAM 
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7.  AFTER  YOU  HAVE  READ  EACH  QUEST  1  ON ,  INDICATE  YOUR  RESPONSE 
3Y  CIRCLING  THE  CORRECT  NUMBER  ON  THE  ANSWER  SHEET.  Do  NOT  WRITE 
IN  THE  SURVEY  BOOK, 

For  Example; 

Questionnaire 

1,  Are  you  a  member  of  the  Naval 
Reserve? 

1,  Yes  ?.  Me 

2,  What  is  your  age? 

(Assuming  you  are  23  yfars  old) 

3,  Would  you  agree  or  disagree  that 
people  in  the  Naval  Reserve  are 
generally  paid  what  they  deserve? 

1.  Strongly  Agree 

2.  Agree 

3.  uncertain 
A.  Disagree  ^ 

5.  Strongly  Disagree 

(Circle  what  you  think  is  the  appropriate  answer:  If  you  agree 

with  that  statement,  then  you  would  have  circled  a  "2";  AND  IF 

you  disagree,  thfn  you  would  have  circled  a  "4"). 

8.  Give  only  one  answer  to  each  question.  If  you  change 

YOUR  MIND  PLEASE  ERASE  YOUR  OLD  ANSWER.  ALSO  REMEMBER  TO  GIVE 
YOUR  ANSWER  BESIDE  THE  APPROPRIATE  QUESTION  NUMBER  ON  THE  ANSWER 
SHEET. 

9.  Read  the  following  jtems  indicating  what  you  believe 

TO  BF  THE  CORRECT  RESPONSE.  I'HERE  ARE  NO  "RIGHT"  AND  "WRONC-" 
ANSWERS.  VI t  SIMPLY  WANT  YOUR  OPINION.  If  YOU  THINK  THERE  AHl 
TWO  GOOD  ANSWERS,  THEN  SELECT  THE  ONE  YOU  BELIEVE  TO  BE  THE  MOST 
APPROPRIATE.  IN  SUCH  MATTERS,  IT  IS  USUALLY  BEST  TO  PUT  DOWN 


Answer  Sheet 

(1)  (|)2  3  4  5  6  7  8  9  0 

(2)  1(2)3  4  5  _6  7  8_9  0 
1  ?lffi~4~5  6~7~8  9  0 

(3)  12  3  4  5  6  7  8  9  0 
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SUfftEY  OF 

NAVAL  RESERVE  READINESS  CQWAND 
’  REGION  SEVEN 


RETENTICN  STUDY 
1979 


NAVA  E 

CHAK. .  3 . UNy  SC  29*08 


V 

Naval  Reserve  Readiness  command  Region  Seven 
naval  base 

CHARLESTC  S.  C.  29408 


Dear  Naval  Reservist: 

An  interesting  research  project  is  being  conducted  in  Readiness 
Command  Region  SEVEN  and  I  am  writing  you  at  this  time  to  request 
your  participation  in  this  important  study. 

The  object  of  this  research  is  to  help  all  of  us  better  under¬ 
stand  some  of  the  strengths  and  weaknesses  of  the  Naval  Reserve. 

No  one  Is  in  a  better  position  to  know  these  than  you.  A  question¬ 
naire  has  been  developed  so  that  you  can  have  an  opportunity  to 
express  your  attitudes,  opinions  and  beliefs  about  the  function  of 
the  Naval  Reserve  and  about  your  role  In  this  organization. 

Thts  survey  is  one  way  of  finding  out  what  kind  of  changes  we 
ought  to  consider,  so  that  we  can  comply  with  the  instructions  of 
the  Chief  of  Naval  Operations  that,  "We  must  change  those  practices 
which  drive  good  people  out  of  the  U.  S.  Navy  and  make  a  naval  career 
as  attractive  and  satisfying  experience  as  possible".  I  can  assure 
you  that  your  help  is  greatly  appreciated  and  that  your  observations 
will  be  taken  seriously. 

Thank  you  for  taking  the  time  to  answer  these  questions. 

Sincerely, 

§1/ /V, _ 

Wm.  J.  GILMORE  '  " 

Rear  Admiral,  USNR 
Commander 


SURVEY  OF  NAVAL  RESERVISTS 


REDCOM  7 


PROTECTION  OF  PRIVACY 

Public  Law  93-579,  entitled  to  Privacy  Act  of  1974,  requires 
that  all  individuals  be  informed  of  the  purposes  and  uses  to  be 
made  of  the  information  which  is  solicited.  The  following  is 
>**nished  to  explain  why  the  information  is  requested  and  the 
pen*  ral  uses  to  which  that  information  may  be  put. 

Autnori ty :  The  Information  requested  is  being  collected  as  part  of 
a  study  conducted  by  the  Retention  Office,  Naval  Reserve  Readiness 
Command  Region  SEVEN  (REDCOM  SEVEN)  and  sponsored  by  CNAVRES/REDCOM 
SEVEN. 

Purpose:  The  purpose  of  this  survey  is  to  provide  an  Insight  into 
the  problem  of  retention  in  the  Naval  Reserve.  The  Information 
obtained  will  be  used  to  analyze  those  social  and  psychological 
characteristics  associated  with  high  levels  of  turnover  and  to 
develop  a  profile  of  the  "loss  prior  to  EOS"  personnel  in  the 
Naval  Reserve  of  REDCOM  SEVEN. 

Uses;  Individual  responses  are  Confidential .  Summarized  statistical 
3ata  which  do  not  contain  individualidentiTiers  may  be  provided  to 
the  CNAVRES,  TKe  Office  of  Naval  Research,  and  other  researchers  for 
use  in  analysis  related  to  personnel  policies  and  Issues. 

Effects  of  Non-Disclosure:  Participation  in  the  survey  Is  voluntary. 
No  penalty  will  be  imposed  for  failure  to  respond  to  any  particular 
questions. 


INSTRUCTION; 


This  survey  contains  a  series  cf  questions  dealing  with  what  you 
think  about  a  variety  of  issues  related  to  the  Naval  Reserve.  Your 
answers  are  completely  confidential.  No  one  in  YOUR  UNIT  will  see  your 
individual  responses  rince  all  reports  will  be  summaries  of  a  large  number 
of  individuals.  We  have  asked  for  your  social  security  number  and  other 
unit  information,  not  in  order  to  identify  you,  but  to  provide  an 
opportunity  for  group  comparisons  in  future  analysis.  Please  do  not 
put  your  name  on  the  answer  sheet. 

Read  the  following  items  indicating  what  you  believe  is  the  correct 
response.  There  are  no  "right"  and  "wrong"  answers.  We  simply  want  your 
opinion.  If  you  think  there  are  two  good  answers,  then  select  the  one  you 
believe  is  most  appropriate.  In  such  matters,  it  is  usually  best  to 
put  down  what  comes  to  your  mind  first. 

Mark  all  your  answers  on  the  specially  prepared  answer  sheet  provided. 
Give  only  one  answer  to  each  question.  If  you  change  your  mind  please  erase 
your  old  answer.  Also  remember  to  give  your  answer  beside  the  appropriate 
question  number  on  the  answer  sheet. 

After  you  have  read  each  question,  indicate  your  response  by  circling 
the  correct  number  on  the  answer  sheet. 

for  Example: 

Questionnaire 

1.  Are  you  a  member  of  the  Naval  Reserve? 

1.  Yes  2.  No 

2.  What  is  your  age? 

(assuming  you  are  23  years  old) 

3*  Would  you  agree  or  disagree  that 
people  in  tne  Naval  Reserve  are 
generally  paid  what  they  deserve? 

1.  Strongly  Agree 

2.  Agree 

3.  Uncertain 

4.  Disagree 

5.  Strongly  Disagree 

(Circle  what  you  think  is  the  appropriate  answer: 

If  you  agree  with  that  statement,  then  you  would  have 
circled  a  "2";  and  if  you  disagree,  then  you  would  lave 
circled  a  "4") . 


Answer  Sheet 

1.  (l)Y~3  U  5  6  7  8  ?  0 

2.  1  (2)  3  4  5  6  7  8  9  0 

1  2  0)4  5  6  7  8  9~0 

3.  1234567890 


If  the  survey  is  to  be  helpful  in  improving  the  Naval  Reserve  for  present 
and  future  sailors,  it  is  important  that  you  provide  honest  and  thoughtful 
answers,  and  that  you  "tell  It  like  it  is!"  Please  answer  all  the  questions. 

****************** 


IF  YOU  DO  NOT  UNDERSTAND  THE  DIRECTIONS,  ASK  THE  SURVEY  ADM  INI STRATOK  FOR  HELP. 
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PART  I:  STANDARD  BACKGROUND  ITEMS 


The  following  questions  relate  to  your  naval  and  personal  background. 
Your  answers  are  confidential  and  will  be  uaed  only  in  statistical  summaries 

Instructions:  Please  answer  each  of  the  following  by  selecting  an  answer 
listed  below  the  question. 


Questions 


1.  What  is  your  sex? 

1 .  Female 

2 .  Male 

2.  What  is  your  Race? 

1.  Negro  (Black) 

2.  Caucasian  (White) 

3.  Indian  (American) 

4.  Oriental 

5.  Other 

3.  Marital  Status? 

1.  Single  (never  married) 

2.  Married  and  living  with  spouse 

3.  Divorced 

4.  Separated 

5.  Widowed 

6.  Common  Law  Marriage 

7.  Other 

4.  How  many  dependents  for  Tax  purposes  do  you  have  other  than  yourself? 

1 .  NONE 

2.  1 

3.  2 

4.  3 

5.  4 

6.  5  or  more 

5.  What  is  your  educational  level? 

1.  Eight  grade  or  less 

2.  Some  High  School 

3.  High  School  Graduate 

4.  Some  College 

5.  Associate  Degree  (Two  year  Program) 

6.  Technical  School  Graduate 

7.  College  Graduate  (Four  year  Program) 

8.  Graduate  School 

9.  Professional  School  (Law  School/Medical  School) 
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6. 


What  is  your  status  in  tha  Naval  Reserve? 


r 

c— 

fe.- 

I 


I 


1.  Drill  Pay 

2 .  Non- Pay 

3.  No  longer  active  in  thi  lUtfL  Reserve 

4.  Other 

7.  Did  you  come  into  the  Reserve  under  tha  Advanced  Pay  Grade  Plan? 

1 .  Yea 

2.  No 

8.  When  do  you  drill? 

1.  One  weekend  par  month 

2 .  One  weekday  evening  per  week 

3.  Two  weekday  evenings  par  month 

4.  Incremental  (No  specific  scheduled  time) 

5.  Other 

9.  When  would  you  prefer  to  drill? 

1 .  One  weekend  per  month 

2.  o«e  weekday  evening  per  week 

3.  Two  weekday  evenings  per  month 

4.  Incremental  (No  specific  scheduled  time) 

5 .  Other 

10.  Have  you  ever  been  in  a  Non-Pay  status? 

1.  Yes 

2.  No 

11.  Which  of  the  following  categories  bast  fits  you7 

1.  Mandatory  driller 

2.  After  completing  my  legal  reserve  obligation,  I  reenlisted  ns  n 
voluntary  driller 

3.  I  was  formally  Regular  Navy  (USN)  but  enlisted  in  tha  Reserve  after 
my  enlistment  expired 

4.  1  had  active  duty  with  another  service  before  enlisting  in  the 
Naval  Reserve 

5.  I  have  had  no  former  military  experience 

6.  Other 


What 

Is  your  present  Rank 

or  Rate?  (Indicate  the 

two  dig 

it  number  to 

the 

left  of 

your  rank  or  rate  on  the  Answer 

Sheet . 

For  e 

xaxnpU*  -  If  you 

are 

a  P02, 

write  12  on  the 

Answer  Sheot.) 

01  . 

(’.APT 

0-6 

09. 

SCPO 

K-8 

02. 

01  )K 

0-5 

10. 

(TO 

E-7 

03. 

U'.DK 

0-4 

11 . 

P01 

F.-6 

:k 

04. 

l.T 

0-3 

12. 

P02 

F.-5 

03, 

I.TJG 

0-2 

13. 

P03 

F.-4 

i 

t 

06. 

KNS 

0-1 

14. 

SN 

E-3 

r 

i 

07, 

WO 

Wl,  2,  3,  44 

15. 

SA,  SR 

E-2  or 

K- 1  r 

08. 

MCPO 

F-9 

t 

13.  What  Is  your  designator? 


01. 

Not  applicable,  I  am  not  an  officer 

14. 

1645 

02. 

I  am  a  Warrant  Officer  therefore 

15. 

1655 

my  designator  is  not  listed  below. 

16. 

1685 

03. 

1 105 

17. 

1705 

04. 

1115 

18. 

2105 

05. 

1125 

19. 

2205 

06. 

1135 

20. 

2305 

07. 

13X5  (aeronautical  related  designators) 

21. 

2505 

08. 

19X5  (under  instruction  designators) 

22. 

2905 

09. 

1405 

23. 

3105 

10. 

1515 

24. 

4105 

n. 

1525 

25. 

5105 

12. 

1615 

26. 

My  designator  is 

13. 

1635 

not  listed 

What 

is  your  present  Rating 

?  (Indicate  on  the  Answer 

Sheet 

the  thr 

digit 

number  to  the  left 

of 

your 

rating.  For  example 

-  if 

you  are 

ABE, 

write  020  on  Answer 

Sh 

eot . ) 

020 

ABE 

220 

DK 

470 

MN 

021 

ABF 

2  30 

DM 

480 

MS 

02  3 

ABH 

240 

DP 

490 

MT 

030 

AD 

2  50 

DS 

500 

MU 

031 

ADR 

260 

DT 

510 

NC 

040 

AE 

270 

FA 

520 

OM 

050 

AK 

280 

KM 

530 

os 

060 

AG 

290 

KN 

540 

OT 

070 

AK 

300 

HO 

550 

PC 

080 

AME 

310 

FQ 

560 

PI 

081 

AMH 

320 

F.T 

570 

PH 

082 

AMS 

321 

F.TN 

580 

PM 

090 

AO 

322 

F.TR 

590 

I’N 

100 

AQ 

330 

KW 

600 

PR 

110 

AS 

340 

FT 

610 

QM 

111 

ASE 

341 

FTB 

620 

RM 

112 

ASH 

342 

FTG 

630 

SK 

113 

ASM 

343 

FTM 

640 

SM 

120 

AW 

350 

CM 

650 

SH 

130 

AT 

351 

CMC 

660 

ST 

140 

AX 

352 

GMM 

661 

STG 

150 

A  7. 

353 

GMT 

662 

STS 

160 

BM 

360 

HM 

670 

sw 

170 

BT 

370 

HT 

680 

TD 

180 

BU 

380 

IC 

690 

TM 

190 

CE 

390 

IM 

700 

UT 

200 

CM 

400 

IS 

71C 

YN 

210 

OTA 

410 

30 

720 

AN 

211 

CTI 

4  20 

1.1 

730 

FN 

212 

CTM 

4  30 

IN 

740 

CN 

213 

CTO 

440 

MA 

750 

DN 

214 

CTR 

450 

ML 

760 

SN 

215 

CTT 

460 

MM 

7  70 

Other 

How 

many  times  have 

you 

been 

on  Active  Duty 

for  Training 

(ACDUTRA) ? 

1. 

One 

2. 

Two 

3. 

Three 

4. 

Four 

5. 

Five  or  more 

6. 

None 

How 

many  times  have 

you 

been 

with  your  unit 

on  a  weekend 

training  exercise 

(WET)? 

1. 

One 

2. 

Two 

3. 

Three 

4. 

Four 

5. 

Five  or  more 

6. 

None 

17.  Approximately  how  many  years  of  Active  Duty  with  the  Navy  did  you  complete? 


1 .  None 

2.  One  year  or  less 

3.  Two  years 

4.  Three  years 

5.  Four  years 

6.  Six  years 

7.  Eight  years 

8.  Ten  years 

9.  Over  ten  years 

18.  Have  you  been  on  Active  Duty  with  a  military  service  other  than  the  Navy? 


1 .  No 

2.  Air  Force 

3 .  Army 

4.  Coast  Guard 

5.  Foreign  Military  Organization 

6.  Other 


19.  How  much  time  did  you  spend  on  Active  Duty  assigned  to  an  Afloat  Command? 

1 .  Never  on  AcDu 

2.  Always  assigned  to  a  shore  station 

3.  One  year  afloat 

4.  Two  years  afloat 
3.  Three  years  afloat 

6.  Four  years  afloat 

7.  Five  years  afloat 

8.  Six  years  afloat  or  more 
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20.  Approximately  how  long  have  you  been  a  drilling  member  of  the  Naval  Reserve? 


1. 

Six  months  or 

leas 

2. 

One  year 

3. 

Two  years 

4. 

Three  years 

5. 

Four  years 

6. 

Five  years 

7. 

Eight  years 

8. 

Twelve  years 

9. 

Fifteen  years 

or  more 

21.  About  how  much  time  do  you  spend  driving  to  and  from  your  Reserve  drill 
per  month?  (Roundtrip  for  the  entire  weekend) 

1.  One-quarter  hour  (15  minutes) 

2.  One-half  hour  (30  minutes) 

3.  One  hour 

4.  Two  hours 

5.  Three  hours 

6.  Four  hours 

7.  Five  hours  or  more 


22.  Approximately  how  many  miles  to  the  Naval  Reserve  Center  from  your  home 
(Round  trip)? 


01. 

1  mile 

11. 

11-15  miles 

02. 

2  miles 

12. 

16-20  miles 

03. 

3  miles 

13. 

21-25  miles 

04. 

4  miles 

14. 

26-30  miles 

05. 

5  miles 

15. 

31-40  miles 

06. 

6  miles 

16. 

41-50  miles 

07. 

7  miles 

17. 

51-75  miles 

08. 

8  miles 

18. 

76-100  miles 

09. 

9  miles 

19. 

101-150  miles 

10. 

10  miles 

20. 

151  and  over  miles 

Wit  at 

is  your  approximate  income 

from  all  sources  including  s 

if  applicable? 

01. 

$0000  -  $2,999 

11. 

$30,000  -  $32,999 

02. 

$3,000  -  $5,999 

12. 

$33,000  -  $35,999 

03. 

$6,000  -  $8,999 

13. 

$36,000  -  $38,999 

04. 

$9,000  -  $11,999 

14. 

$39,000  -  $48,999 

05. 

$12,000  -  $14,999 

15. 

$49,000  -  $58,999 

06. 

$15,000  -  $17,999 

16. 

$59,000  -  $68,999 

07. 

$18,000  -  $20,999 

17. 

$69,000  -  $78,999 

08. 

$21,000  -  $23,999 

]  8. 

$79,000  -  $88,999 

09. 

$24,000  -  $26,999 

19. 

$89,000  -  $98,999 

10. 

$27,000  -  $29,999 

20. 

$99,000  -  and  above 

24.  What  is  your  age  as  of  your  last  birthday?  (Indicate  age  on  Answer 
Sheet. ) 
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i . . .  j. 


25.  Do  you  think  the  general  public  holds  a  Naval  career  in  low  regard? 

1.  Yes 

2.  No 

26.  How  do  you  rate  your  social  class? 

1.  Lower  Class 

2.  Working  Class 

3.  Middle  Class 

4.  Upper  Class 

5.  Other 

6 .  Don' t  Know 

7.  Refuse  to  accept  Idea  of  class 

27.  How  would  you  rate  your  parent’s  social  class? 

1.  Lower  Class 

2.  Working  Class 

3.  Upper  Working  Class 

4.  Middle  Class 

5.  Upper  Class 

6.  Don't  Know 

7.  Refuse  to  accept  idea  of  class 

28.  Where  were  you  reared  as  a  child? 

1.  Country 

2 .  Town 

3.  Small  City 

4.  Large  City 

5.  Combination  of  Communities 

6.  Other 

7.  Don't  Know 


29.  Where  do  you  reside? 


1.  Central  City 

2.  Suburbs 

3.  Rural 

4.  Other 

30.  What  region  of  the  country  do  you  come  from  originally? 

1.  Northeast 

2.  Midwest 

3.  Plains 

4.  South 

5.  West 

6.  Other 


31.  Are  you  from  a  career  military  family? 

1 .  Yes 

2.  No 
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32.  What  is  the  nature  of  your  employment  (Check  the  category  which  most 

nearly  describes  what  you  do)? 

1.  Higher  executives  of  large  concerns,  owners  of  large  businesses, 
major  professionals  (Examples:  directors  and  officers  of  large 
companies,  brokers,  large  dealers,  accountants  (CPA),  dentists, 
engineers,  lawyers,  doctors,  professors) 

2.  Business  managers,  owners  of  medium-sized  businesses,  and  lesser 
professionals  (Examples:  branch  managers,  district  managers, 
executive  assistants,  postmaster,  store  managers,  contractors, 
jewelers,  correction  officers,  nurses,  librarians,  pharmacists, 
social  workers) 

3.  Administrative  personnel,  owners  of  small  businesses,  end  minor 
professionals  (Examples:  chief  clerks,  credit  manager ,  private 
secretaries,  sale  representatives,  service  managers,  loo-l  business 
owners,  artists,  reporters  interior  decorators,  travel  a^.nts) 

4.  Clerical  and  ..ales  workers,  technicians,  and  owners  of  small 
businesses  (Examples:  bank  tellers,  business  machine  operators, 
clerical  or  stenographic  workers,  sales  clerks,  shipping  clerks, 
draftmen,  1  instructor s ,  inspectors,  technical  assistants,  corner 
grocery ,  tailor  shops,  etc.) 

5.  Skilled  manual  employees  (Examples:  barbers,  butchers,  carpenters, 
electricians,  firemen,  linemen,  machinists,  painters,  plumber  , 

po1  icemen,  postmen,  sheetmetal  workers,  tool  makers,  weavers  welders) 

6.  Machine  operators  and  semi-skilled  employees  (Examples:  apprentices, 
assembly  line  workers,  bus  drivers,  deliverymen,  garage  and  gas 
station  attendants,  guards,  meter  readers,  roofers,  truck  drivers, 
wrappers) 

7.  Unskilled  employees  (Examples:  parking  lot  attendants,  counterman, 
farm  helpers,  freight  handlers,  Janitors,  laborers,  street  cleaners, 
unskilled  factory  workers,  window  cleaners) 

8.  Student 

9.  Housewife,  primary  responsibilities  are  in  the  house,  take  care 
of  children. 


CO  TO  THE  NEXT  FACE 
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33.  What  type  of  unit  are  you  presently  drilling  with?  (Write  on  the  Answer 
Sheet  the  four  digit  number  appearing  to  the  left  of  your  unit.) 


ASHEVILLE,  NC 

0101  NR  FF-1095  T.  C.  HART 
0102  NR  2  MARDIV  MED  E  607 


AUGUSTA,  GA 

0201  NR  MARDIV  MED  A  207 
0202  RNMCB  14  DET  1214 

CHARLESTON,  SC 

0301  NR  AS  18  ORION  DET  107 
0302  NR  COMINEWARCOM  107 
0303  NR  MOMAG  DET  1107 
0304  NR  COMNAVSURFLANT  DET  707 
0305  NR  CARGO  HD  BN  4  DET  C  407 
0306  NR  2  MARDIV  MED  HQ  107 
0307  USS  CONE  DD  866 
0308  USS  FEARLESS  MSO  442 
0309  NR  SIMA  CHASN  DET  207 
0310  NR  SECGRUACT  HOMESTEAD  407 
0311  NR  TELCOMABEC  C3A2  107 
0312  NR  NRDC  CliASN  PI  DET  A  107 

CHARLOTTE,  NC 

0401  NR  DDC-2  C.  F.  ADAMS  207 
0402  NR  DD-338  INGRAM  3007 
0403  NR  CARGO  HD  BN  4  HQ  407 
0404  NR  2  MARDIV  MED  C  407 
0405  NR  SECGRUDEPT  HONO  107 
0400  NR  PHIBBASE  LCK  FDSD 
0407  NR  TELCOMSTA  BALBOA  207 

COLUMBIA,  SC 

0501  NR  AD  18  SIERRA  DET  207 
0502  NR  CARGO  HD  BN  4  DET  A  407 
0503  NR  2  MARDIV  MED  B  307 

GREENSBORO,  NC 

0601  NR  DDG-44  W.  V.  PRATT  DET  10 
0602  NR  SECGRUDEPT  EGARCIA  107 
0603  NR  TELCOMSTA  BALBOA  107 


0103  RNMCB  24  DET  1324 
0104  NR  SIMA  CHASN  1007 
0105  VTU 


0203  NR  CBC  GULFPORT  DET  B 
0204  VTU 
f  ''5  NR  HM  1407 


0313  NR  NWTRAL  107 
0314  NR  COMTRALANT  107 
0315  NR  FTG  SDDET  107 
0316  NR  SIMA  307 
0317  FRSA  LANT  DET  CHASN  107 
0318  NR  NSY  CHASN  HQ  1C7 
0319  NR  NRDC  CHASN  PI  HQ  107 
0320  COMMINERON  12  (NRF) 

0321  COM  DESTROYER  SQDRON  34 
0322  RNMCB  14  DET  0914 
0323  NISO  1407 
0324  VTU 


0408  NR  NRDC  CAMP  LEJ  DET  A 
0409  NR  ASB  LG  307  HQ 
0410  NR  EFD  SO  DET  107 
0411  NR  NRDC  CAMP  LEJ  HQ  107 
0412  RNCB  DET  2024 
0413  SIMA  CHASN  1807 
0414  VTU 


0504  NR  LSO  CHASN  107 
0505  RNMCB  24  DET  0124 
0506  VTU 
0507  NR  Hfl  1607 


0SG4  NR  CLANTKLT  DET  307 
0605  RNMCB  24  DET  0824 
0606  PIA  HQ  NRU  307 
0607  VTU 
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GREENVILLE,  SC 

0701  NR  H0M>jG  DEI'  1207 
0702  NR  DDG-38  LUCE  3807 
0703  NR  DD-942  BIGELOW  4207 
0704  NR  CARGO  HN  BN  4  DET  D  407 
0705  NR  2  MARDIV  MED  D  507 


RALEIGH,  NC 

0801  NR  MSCO  NC/NOR/TUN  107 
0802  NR  CONVCOM  NORVA  107 
0803  NR  TELCOMABPC  C3A1  307 
0804  NR  SURGICAL  TEAM  107 

SAVANNAH,  GA 

0901  NR  DD-937  DaVIS  3707 
09C2  NR  CARGO  HD  BN  DET  F  407 
0903  NR  vrSO  SAVANNAH  207 
0904  NR  nAVSTA  CHASN  FDSD  107 

WINSTON-SALEM,  NC 

1001  NR  DDG-45  DEWEY  4507 

1002  NR  2  MARDIV  MED  F  7C7 

1003  NR  ADFC  BSC  LTR  DET  1007 


WILMINGTON,  NC 

1101  NR  MSO-490  LEADER  9007 

1102  NR  FF-1075  TRIPPE  7507 

1103  NR  CARGO  HD  BN  4  DET  B  407 


1200  REDCOM  7  STAFF 


0706  NR  CONVCOM  CHASN/PLMS  207 
0707  NR  TELCOMABFC  C3A1  407 
0708  NR  COMNAVFOR  CARIBBEAN  107 
0709  NR  SIMA  CHASN  907 
0710  VTU 

0711  RNMCB  24  DET  0324 


0805  NR  LSO  NORVA  DET  107 

0806  NR  U/W  ERT  107 

0807  NR  MAF  REL  107 

0808  VTU 


0905  NR  WEAPSTA  CHASN  DET  A29 
0906  RNMCB  14  DET  0714 
0907  NR  WEPSTA  CHASN  FhJ  207 

0908  vr- 


1004  NR  PHIBBASE  LCK  FDSD 

1005  NR  PERSMOBTM  1007 

1006  NR  FTG  CD  DET  207 

1007  VTU 


1104  NR  NCSO  WCM/SAMEREAST  107 

1105  NR  SIMA  1107 

1106  VTU 


GO  TO  THE  NEXT  PAGE 
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PART  II:  RETENTION 


A.  Instructions:  Please  answer  each  of  the  following  questions  by  selecting 
the  answer  which  comes  closest  to  what  you  believe. 


34.  Do  you  intend  to  reenliet  in  the  Naval  Reserve  when  your  enlistment  expires? 

1.  I  definitely  will  reenlist. 

2.  I  hope  1  will  be  able  to  reenlist. 

3.  I  do  not  know  at  this  time. 

4.  I  may  reenlist  but  it  is  unlikely. 

5.  I  definitely  will  not  reenlist. 

35.  If  you  had  to  make  that  decision  at  this  time,  what  would  you  do? 

1.  I  would  reenlist. 

2.  I  would  not  reenlist. 

36.  How  frequently  do  you  think  about  trying  to  get  out  of  the  Naval  Reserve? 

1)  Never  2)  Rarely  3)  Sometimes  4)  Often  5)  Constantly 

37.  If  you  had  to  rate  your  chances  of  staying  in  the  Naval  Reserve  on  a  scale 
from  rero  (0%)  to  nlnetv-nlne  percent  (99%),  what  would  you  say  are  the 
chances  you  would  remain  in  a  drilling  unit  for  another  year?  (Write 
the  percentage  figure  on  the  Answer  Sheet.) 


00  10  20 

Zero  % 

Chance 


-* - * - \ - t - 1 - 1 - 

30  40  50  60  70  80  90 

50% 

Chance 


~99 

99  £ 

Chance 


38.  Using  the  same  scale,  what  are  the  chances  of  you  staying  in  for  another 
three  years? 


V - < - 1 - 1 - 1 — 

00  10  20  30  f-0 

50  60 

- ^ 4 - 

70  80 

- _i - \ 

90  99 

Zero  % 

50% 

99  s 

Chance 

Chance 

Chance 

39.  Using  the  same  scale,  what  are 

the  chances  cf 

you  staying 

in  ior  at  least 

twenty  years? 


60  10 

—  — 4  — »- 

20 

- * - 

30 

- f - 

40 

- 1 - , - 

50  60 

- 1 - 

70 

80 

- 1 - 

90 

1 

90 

Zi.ro  % 

50% 

99 

Chance 

Chance 

Chance 
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Jl.  Instructions:  We  are  interested  in  gaining  some  information  as  to  why 
you  joined  the  Naval  Kessr-a  and  why  you  continue  to  participate.  Select 
from  the  following  list  of  possible  answers  the  one  you  think  is  most 
appropriate,  (Write  the  number  on  the  Answer  Sheet.) 


i 


POSSIBLE  REASONS 

01.  Drill  Pay 

02.  Exchange  privileges 

03.  Retirement  benefitt 

04 .  ACDUTRA 

G->.  Drill  training 

06.  Wearing  uniform 

07.  Opportunity  for  business  contacts 

08.  Status 

09.  Change  of  pace  from  civilian  employment 

10.  Sense  of  patriotism 

11.  Interaction  with  friends 

12.  Unit  social  events 

13.  Participation  in  ceremonies 

14.  Recruiter  influence 

15.  Mandatory  obligation 

16.  Change  of  par!'  from  family  life 

17.  Influence  and  authority 

1 8.  Promotion/Advancement 

19.  Other 


40.  Why  did  you  affiliate  with  the  Naval  Ri serve?  Select  the  MOST  Important 
reason  from  the  above  list  of  possible  ansvers. 

41.  Why  dlil  you  affiliate  with  the  Naval  Reserve?  Select  the  SECOND  MOST 
important  reason  from  the  above  list  of  possible  answers. 

42.  Why  do  you  continue  your  participation  in  tno  Naval  Reserve?  Select 
the  MOST  Important  reason  from  the  above  list,  of  possible  answers. 

41,  Way  do  you  continue  your  participation  In  the  Naval  Reserve?  Select 
the  SECOND  MOST  important  reason  from  the  above  lint  of  possible 
uuhwci  .i , 


44.  To  wl.at  Client  has  your  experience  to  date  in  the  NavaJ  Reserve  been 
what  you  exported  when  you  first  signed  up  in  the  program. 

1)  Much  worse  2)  Worms  than  3)  About  what  4)  Better  !>)  Much  better 

than  expected  expected  expected  than  expected  than  expected 


4‘).  How  a<  cur.,t  el  y  did  your  recruiter  describe  what  the  Naval  Reserve  would 
be  like? 


1  )  Vo  i  v 

1  mi i' i  ci  at  *• 


2)  Mostly 

Inaccurate 


1)  M)/M) 


4)  M>uit  ly 
Ac  i  u  ra  1 1 


b)  Vet v 

i  iinil  e 


C.  Instructions:  Although  we  do  not  anticipate  your  being  recalled  to 
Active  Duty,  would  you  give  ub  your  feelings  about  returning  to  Active 
Duty  in  case  of  national  emergency. 


46.  What  do  you  think  is  the  probability  of  your  being  recalled  to  Active 
Duty  uuring  the  next  five  years? 

1 ,  100%  probable 

2 .  80% 

3.  60% 

4.  40% 

5.  20% 

6.  0% 

47.  How  disruptive  would  recall  to  Active  Duty  be  to  your  family  life? 

1.  Highly  disruptive  effect 

2.  Moderately  disruptive  effect 

3.  Little  disruptive  effect 

4.  No  disruptive  effect 
3.  Don't  know 

48.  How  disruptive  would  recall  to  Aettve  Duty  be  to  your  employment  status? 

1.  Highly  disruptive  effect 

2.  Moderately  disruptive  effect 

3.  little  disruptive  effect 

4.  No  dlsruotive  effort 
3.  Don't  know 

49.  How  disruptive  would  recall  to  Aetivu  Duty  be  to  your  economic  situation? 

1.  Highly  disruptive  e'foct 

2.  Moderately  disruptive  effect 

3.  Little  disruptive  eflott 

4.  No  disruptive  effort 
3.  Don't  know 

30,  How  would  you  tool  about  being  r -culled  to  4  •  * vo  Duty  ’ 


1 . 

Ae eept 

eagerly 

2 

Ac  ee  Jt 

willingly 

3. 

Accept 

nout ral  1  y 

4. 

Accept 

unhappily 

3. 

Would 

resist 

6. 

Don '  t 

know 
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PART  III:  SATISFACTION  WITH  WORK 


A.  Instructions:  Below  is  a  liat  of  words  which  describe  moods  or  feelings. 
Indicate  the  extent  to  which  each  of  these  words  describes  how  you  feel 

when  you  ate  at  work.  If  retired  or  unemployed,  indicate  how  you  felt  on 
your  former  Job. 

Example:  a)  How  "important"  do  you  feel  at  work? 

To  No  To  A  Very  To  Some  To  A  Great  To  A  Very 

Extent  Extent  Extent  Extent  Great  Extent 

12  3@5 

If  you  feel  important  at  work  Lo  a  great  extent,  you  would  mark  "4"  as 
was  done  here.  If  one  of  the  other  answers  came  cloaer  to  how  you  felt, 
you  would  mark  the  appropriate  number  on  the  answer  sheet. 


HOW 

DO  THESE  WORDS 

DESCRIBE 

HOW 

you 

GENERALLY  FEEL  WHILE  ON  YOUR 

CIVILIAN  JOB? 

Descriptive 

To  No 

To 

A  Verv 

To  Some 

To  A  Great 

To  A  Verv 

Words 

Extent 

Little 

Extent 

Extent 

Extent 

Great  Extent 

51. 

SERIOUS 

1 

2 

3 

4 

5 

52. 

BORED 

1 

2 

3 

4 

5 

53. 

DISGUSTED 

1 

2 

3 

4 

5 

54. 

WASTEFUL 

1 

2 

3 

4 

5 

55. 

RESPECTED 

1 

2 

3 

4 

5 

56. 

INFLUENTIAL 

1 

2 

3 

4 

5 

57. 

ACCEPTED 

1 

2 

3 

4 

5 

58. 

USEFUL 

1 

2 

3 

4 

5 

59. 

HOSTILE 

1 

2 

3 

4 

5 

60. 

HARASSED 

1 

3 

4 

5 

HOW  DO  THESE  WORDS 
Duty  skip  to  next 

DESCRIBE 
section. ) 

HOW 

YOU 

FELT  WHILE 

ON  ACTIVE  DUTY?  (If 

no  Active 

DescrJ ptive 
Wordu 

To  No 
Extent 

To  A  Ve*-y  To  Some 

Little  T  :nt  Extent 

To  A  Great 
Extent 

To  A  Verv 
Great  Extent 

61, 

SERIOUS 

1 

2 

3 

4 

5 

62. 

BORED 

1 

2 

3 

4 

5 

63. 

DISGUSTED 

1 

2 

3 

4 

5 

64 . 

WASTEFUL 

1 

2 

3 

4 

5 

65. 

RESPECTED 

1 

2 

3 

4 

5 

66. 

INFLUENTIAL 

1 

2 

3 

4 

5 

67. 

ACCEPTED 

1 

t. 

3 

4 

5 

68. 

USKFU1 

1 

') 

3 

4 

5 

69. 

HOSTILE 

1 

2 

3 

4 

5 

70. 

HARASSED 

1 

f) 

3 

4 

s 

1  i 


B.  Instructions:  Nov,  we  are  interested  in  your  level  of  satisfaction  with 
the  Naval  Reserve.  Listed  below  are  a  number  of  statements  which  tend  to 
indicate  how  you  feel  at  present.  Rate  each  statement  in  terms  of  your  level 
of  satisfaction. 

Example:  a)  About  having  a  well  qualified  leader. 

Completely  Mostly  About  Mostly  Completely 

Satisfied  Satisfied  Average  UNsatisfied  UNsatisfied 

12®4  5 

If  you  are  satisfied  that  you  have  a  "well  qualified  leader,"  you  will 
mark  "3"  as  has  been  done  here.  If  one  of  the  other  answers  came  closer 
to  how  you  felt,  you  would  mark  the  appropriate  number. 


For  each  of  the  following  items,  mark  the  number  on  the  answer  sheet  which 
comes  closest  to  describing  how  you  feel  about  each  item. 

Completely  Mostly  About  Mostly  Completely 

Satisfied  Satisfied  Average  UNsatisfied  UNsatisfied 

1  2  3  4  5 


71. 

72. 

73. 

74. 

75. 

76. 

77. 

78. 

79. 

80. 


STATEMENTS 

In  general  about  all  your  Inactive  Duty  Reserve  expuricr.ee. 
1  2  3  4  5 

In  general  about  your  drill  experience. 

1  2  3  4  5 

About  the  amount  of  authority  you  have  at  drill. 

1  2  3  4  5 

About  the  amount  of  status  you  have  at  drill. 

1  2  3  4  5 

About  the  use  of  your  talents  and  abilities  at  drill. 

1  2  3  4  4 

About  the  supervisors  you  have  at  orill. 

1  2  3  4  5 


About  the  comradeship  you  have  at  drill. 

1  2  3  4  5 

About  the  amount  and  kind  oi  recognition  you  get  for  work  well  done 
during  dril 1. 

1  2  J  4 

About  the  opportunity  lor  promotion  during  Inactive  Puly. 

1  ?  3  5 


About  tl>e  training  you  get  m  drill. 


3 


4 


Completely  Mostly  About  Mostly  Completely 

Satisfied  Satisfied  Average  Unsatisfied  UNsatisfied 

1  2  3  4  5 


81.  About  the  facilities  or  equipment  at  drill. 

1  2  3  4  5 

82.  About  the  amount  of  drill  pay  (if  in  non-pay,  skip  unless  you  wish  to 
answer) . 

1  2  3  4  5 

83.  About  the  amount  of  fringe  benefits  you  receive  during  Inactive  IHitv. 

1  2  3  4  5 

84.  About  the  opportunity  for  l  sansa  of  accomplishment  you  have  in  drill. 

1  2  3  4  5 

85.  About  the  amount  of  responsibilit v  you  have  in  drill. 

1  2  3  4  5 

86.  About  your  current  rate/rank  (l.e.  P02/I.TJC,). 

1  2  3  4  5 

87.  About  your  current  rating/designator  (i.e.  PN2/1105). 

1  2  3  4  5 

88.  About  Lite  unit  with  which  you  arc  currently  uf filiated. 

1  2  3  4  5 

89.  About  the  way  drill  complements  your  occupation  or  profession. 

1  2  3  4  5 

90.  About  the  amount  of  tima  required  for  drill  participation. 

1  2  3  4  5 

91.  About  the  days  scheduled  for  your  drill  participation. 

1  2  3  4  5 

92.  About  the  requirement  to  wear  a  uniform. 

1  2  3  4  5 

93.  About.  the  regulations  for  psrsonel  sppssrancs. 

1  2  3  4  5 

9-,.  Aitout  the  unit  social  events. 

1  2  3  4  5 

94.  About  th'  support  you  gut  from  Kesarve  Center  Active  Duty  personnel. 

1  2  3  4  5 

96.  About  the  support  you  get  from  unit  administrative  poreennel. 

1  2  3  4  5 

97,  About  the  support  your  unit  receives  from  ths  Readiness  Commander ' a 
ut  at  f  . 

12  14  5 

1  4 


C.  Instructions:  You  have  baen  involved  in  evaluation  of  the  Naval  Reserve 
as  it  currently  is.  Now,  I  would  be  interested  in  knowing  if  you  expect 
conditions  to  change  next  year.  Please  use  the  following  code  to  indicate 
how  you  expect  things  to  be  one  year  from  now  in  your  unit. 

Completely  Mostly  About  Mostly  Completely 

Satisfied  Satisfied  Average  UNsatisfied  UNsatisfied 


STATEMENTS 

98.  In  general  about  what  you  expect  of  your  drill  experience  next  year. 


99.  About  the  use  of  your  talents  and  abilities  at  drill  next  year. 


100.  About  the  supervisors  you  will  most  likely  have  at  drill  next  year. 


101.  About  the  comradeship  you  may  expect  at  drill  next  year. 


102.  About  the  amount  and  kind  of  recognition  you  may  expect  for  work  well 
done  during  drill. 


103.  About  the  training  you  are  likely  to  receive  at  drill  next  year. 


104,  About  the  facilities  or  equipment  you  expect  to  have  access  to  next 
year. 


<;o  io  nib  ni:xi  I’Acr. 


D.  Instructions:  Now  I  would  like  to  ask  ycu  a  few  questions  about  your 
recent  experiences  while  you  were  on  Active  Duty  for  Training  (ACDUTRA) 
or  while  you  were  on  Weekend  Away  Training  (WET).  Please  indicate  your 
level  of  satisfaction  with  each  item.  (If  you  have  not  been  on  ACDUTRA 
or  WET,  skip  this  section.) 


1  •  •  • 

Comt 

Satl 

iletely 
.sf  ied 

1 

Mostly  /bout  Mostly 

Satisfied  Average  UNsatlsfied 

2  3  4 

Completely 

UNsatlsfied 

5 

STATEMENTS 

105. 

About 

1 

your  experience  generally  on  ACDUTRA. 

2  3  4 

5 

106. 

About 

1 

the  use  of  your  talents  on  ACDUTRA. 

2  3  4 

5 

107. 

About 

1 

the  supervisors  or  instructors  you  had  on 
2  3  4 

ACDUTRA . 

5 

108. 

About 

1 

your  training  generally  on  ACDUTRA. 

2  3  4 

5 

109. 

About 

1 

the  equipment  on  ACDUTRA. 

2  3  4 

5 

110. 

About 

1 

the  lodging  on  ACDUTRA. 

2  3  4 

5 

111. 

About 

1 

the  comradeship  on  ACDUTRA. 

2  3  4 

5 

112. 

About 

1 

your  sense  of  accomplishment  on  ACDUTRA. 

2  3  4 

5 

115. 

About 

1 

your  experience  generally  on  WET. 

2  3  4 

5 

114. 

About 

1 

the  use  of  your  talents  on  WET. 

2  3  4 

5 

115. 

About 

1 

the  supervisors  or  instructors  you  had  on 
2  3  4 

WET. 

5 

116. 

About 

1 

your  training  generally  on  WET.  v 

2  3  4 

5 

117. 

About 

1 

the  equipment  on  WET. 

2  3  4 

5 

1J8. 

About 

1 

the  lodging  on  WET. 

2  3  4 

5 

119. 

About 

1 

the  comradeship  on  WET. 

2  3  4 

5 

120. 

About 

1 

your  houho  of  accompl  islunent  on  WET. 

2  3  4 

5 

]  7 


PART  IV:  TIME  UTILIZATION 


A.  Instructions:  The  following  questions  have  to  do  with  how  you  spend 
your  time  both  at  home  and  at  drill.  Indicate,  using  the  scale  below 
how  you  feel  you  spend  your  time  at  each  of  the  activities  listed.  If 
the  activity  is  one  you  dor't  engage  in,  then  select  "not  applicable." 


Spending 
much  time 


?TM) 


1 


Spending  too  Spending  the  right 
little  time  (TL)  amount  of  time  XJR) 


Not 

applicable  (N/A) 
4 


WHILE 

AT  HOME: 

TM 

TL 

JR 

N/A 

121. 

Commuting 

1 

2 

3 

4 

122. 

Lawn  Work 

1 

2 

3 

4 

123. 

Home  Repairs 

1 

2 

3 

4 

124. 

Household  Chores 

1 

2 

3 

4 

125. 

Work  on  Car 

1 

2 

3 

4 

126. 

Attending  Church 

1 

2 

3 

4 

127 

Attending  Clubs 

1 

2 

3 

4 

125. 

Talking  with  Spouse 

1 

o 

*> 

3 

4 

129. 

Talking  with  Children 

1 

2 

3 

4 

130. 

Reading 

1 

2 

3 

4 

131. 

Newspapers 

1 

2 

3 

4 

132. 

Magazines 

1 

2 

3 

4 

133. 

Books 

1 

T 

dm 

3 

4 

134. 

Listening  to  Radio 

1 

2 

3 

4 

135. 

Watching  TV 

1 

2 

3 

4 

136. 

Nows 

1 

2 

3 

4 

137. 

Sports 

1 

2 

3 

4 

138. 

Movl  e 

1 

2 

3 

4 

139. 

Specials  on  P . B. S. 

1 

2 

3 

4 

140. 

Regular  Princ-Time  Shows 

1 

2 

3 

4 

141  . 

Shopping 

1 

i 

3 

4 

14  2. 

Budget  Planning 

1 

-> 

3 

4 

143. 

Woodwork 

1 

2 

3 

4 
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Spending  too  Spending  too  Spending  the  right  Not 

much  time  (TM)  little  time  (TL)  amount  of  time  (JR)  applicable  (N/A) 

12  3  4 


WHILE 

AT  HOME : 

TM 

TL 

144. 

Going  to  Movie9 

1 

2 

145. 

Visiting  Relatives 

1 

2 

146. 

Sailing 

1 

2 

147. 

Fishing 

1 

2 

148. 

Hunting 

1 

2 

149. 

Bowling 

1 

2 

150. 

Tennis 

1 

2 

151. 

Basketball 

1 

2 

152. 

Golf 

1 

2 

153. 

Picnics  at  Beach 

1 

2 

154. 

Listening  to  Stereo/Phono/Tapes 

1 

2 

155. 

Photography 

1 

2 

156. 

Gardening 

1 

O 

4- 

157. 

Eating  Meals 

1 

2 

158. 

Going  to  Parties 

1 

2 

159. 

Night  Life  generally 

1 

2 

160. 

Weekends  with  Family 

* 

X 

2 

161. 

Planning  How  to  Use  Futura  Time 

1 

2 

162. 

Sitting  and  Thinking 

1 

2 

163. 

Continuing  Education 

1 

2 

164. 

Technical  School 

1 

2 

165. 

College  Couraee 

1 

2 

166. 

Self-Improvement  Seminar* 

1 

2 

167. 

168. 

Adult  Education 

Studying 

1 

1 

2 

2 

JR  N/A 
3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

3  4 

4 


1 


2 


3 


»iwrw*'w,"""ri' 


Spending  too 
much  time  (TM) 
1 


Spending  too 
little  time  (TL) 

2 


Spending  the  right 
amount  of  time  (JR) 
3 


WHILE 


170. 

171. 

172. 

173. 

174. 

175. 


AT  NAVAL  RESERVE  DRILL  (WORK) : 
Attending  Meetings 
Writing  Reports 

Reading  Official  Correspondence 
Talking  to  Visitors 
Making  Phone  Calls 
Planning  Training  Evolutions 

176.  Writing  Memos 

177.  Watching  Movies 

178.  Evaluating  your  Work 

179.  Talking  with  Supervisor 

180.  Talking  with  Subordinates 
131.  Talking  with  Peers 

182.  Talking  with  People  in  Other  Units 

183.  Talking  with  Active  Puty  Personnel 

184.  Talking  with  People  on  REPCOM  Staff 

185.  Making  Decisions 

186.  Reading  Instructions 

187.  Lunch 

188.  Coffee  Breaks 

189.  Idle  Chatter 

190.  Making  Visits 

191.  Counseling 

192.  Daydreaming 

193.  Typing 

194.  Planning  Projects 

195.  Evaluating  People 

196.  Scheduling  your  Time 

197.  Sitting  and  Staring 

198.  Rending  I'rofeasionnl  Material 

199.  Assessing  Needs  of  People  You  Serve 

200.  Working  in  Rate 


TM 

1 

1 

1 

1 


1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 

1 


TL 

2 

2 

2 

2 


2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

2 

*, 

2 

2 


Not 

Applicable  (N/A) 
4 


JR 

3 


3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 

3 


N/A 

4 


4 

4 


4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 

4 


PART  V:  TRAINING 


A.  Instructions:  The  following  section  is  concerned  with  training  and 
the  structure  of  the  Naval  Reserve.  Please  indicate  what  you  think  is 
the  most  appropriate  answer  to  each  of  these  questions. 


201.  Of  the  training  you  have  received  in  the  Naval  Reserve  which  type 
listed  below  has  been  the  most  significant  and  meaningful  to  you? 

1.  Classroom  sessions 

2.  Practical  Team  Training 

3.  Hands  on  Exercises 

4.  Individual  Study  (Correspondence  Courses) 

5 .  ACDUTRAS 

6 .  WETs 

7.  Administrative  Assignments 

8.  Contributory  Support  Activities 

9.  Other 

202.  What  type  of  training  listed  below  has  been  the  lea,  t  significant 
and  meaningful? 

1.  Classroom  sessions 

2.  Practical  Team  Training 

3.  Hands  on  Exercises 

4.  Individual  Study  (Correspondence  Courses) 

5 .  ACDUTRAS 

6.  WETs 

7.  Administrative  Assignments 

8.  Contributory  Support  Activities 

9.  Other 

203.  Is  the  training  you  received  drilling  with  your  unit  appropriate  to 
your  rating/designator? 

1.  Yes,  fully  related 

2.  Moderately  related 

3.  No,  not  related  at  all 

4.  Not  applicable,  did  not  receive  any  training 

204.  How  do  you  rate  the  training  you  are  receiving  in  the  Naval  Reserve 
as  compared  to  what  you  expected? 

1.  Outstanding 

2.  Excellent 

3 .  Good 

4.  Poor 

5.  Unsatisfactory 
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205.  From  which  of  the  following  types  of  Naval  Reserve  participation  do 
you  gain  the  greatest  satisfaction? 

1.  Training  programs  located  within  the  Reserve  Center 

2.  Directly  working  with  active  duty  counterpart  (afloat) 

3.  Directly  working  with  active  duty  counterpart  (ashore) 

4.  Community  action  programs 

5.  Adminir tration/lecture  assignments 

6.  Other 

206.  If  you  receive  the  greatest  satisfaction  from  Contributory  Support 
would  you  be  willing  to  adjust  your  personal  schedule  to  accommodate 
irregular  contributory  drill  assignments? 

1.  Not  applicable,  1  don't  receive  greatest  satisfaction  from 
Contributory  Support. 

2.  Yes 

3.  No 

207.  Are  you  familiar  generally  with  the  restructuring  of  the  Naval  Reserve 
in  the  last  few  years? 

1.  Yes 

2.  No 

206.  If  yes,  what  effect  do  you  think  the  restructuring  of  Naval  Reserve 
Units  has  had  on  your  Naval  Reserve  training? 

1.  Positive  effect 

2.  Negative  effect 

3.  No  effect 

4.  Don't  know 

5.  Not  applicable,  I  did  not.  answer  yes  to  the  previous  question 

209.  What  effect  do  you  think  the  restructuring  of  the  Naval  Reserve  Units 
will  have  on  your  continued  affiliation  in  the  Naval  Reserve? 

1.  Positive  effect 

2.  Negative  effect 

3.  No  effect 

4.  Don' t  know 

5.  Not  applicable,  1  did  not  know  about  the  planned  restructuring 

2.10,  Nave  you  heard  about  the  Naval  Reserve  Readiness  Command  Concept? 

1 .  Yes 

7 .  No 

211.  If  yes,  what  effect  do  you  think  the  Naval  Reserve  Readiness  Comman  I 
Concept  has  had  on  vour  own  Reserve  Training? 

1 .  1’os  i  t  i  ve  ef  f ei  t 

2,  Negative  eifect 
,3.  No  effect 

4.  Don't  know 

5.  Not  appi  Icabre ,  1  did  not.  answer  yes  to  the  previous  quest  ion 


212.  How  do  you  feel  any  restructuring  of  the  Naval  Reserve  program  should 
be  accomplished? 

1.  Keep  "as  is"  without  change 

2.  Restructure  under  the  Readiness  Command  Concept 

3.  Make  small  changes  only 

4.  Eliminate  the  Naval  Reserve 

5.  Eliminate  periodic  drilling  and  replace  with  improved  ACDUTRA 
opportunities 

6.  Modify  programs  in  some  other  manner  not  suggested  above 

7.  Don’t  know 

213.  How  would  you  feel  about  drilling  more  often  aboard  ships  and  stations 
of  the  active  forces,  suring  regular  drill  as  well  as  on  ACDUTRA? 

1.  Strongly  approve  4.  Disapprove  in  general 

2.  Approve  in  general  5.  Strongly  disapprove 

3.  Neutral 


214.  How  would  you  feel  about  a  greater  use  of  the  Navy  Schools  Command 
facilities  for  Reserve  Drills? 


1. 

Strongly  approve 

4. 

Disapprove  in  general 

2. 

Approve  in  general 

5. 

Strongly  disapprove 

3. 

Neutral 

215.  How 

would  you  feel  about 

fulfilling  you 

drill  and  ACDUTRA  obligation 

totally  during  a  30-60  day  unit-oriented  training  program  (thus  having 
no  drills  during  the  rest  of  the  year)? 


1.  Strongly  approve  4.  Disapprove  in  general 

2.  Approve  in  general  5.  Strongly  disapprove 

3.  Neutral 

216.  Have  you  heard  about  the  efforts  of  the  Department  of  Defense  to  iiuVvn. 
your  employers  of  the  National  Council  for  Employer  Support  of  the  Guard 
and  Reserve? 


1.  Yes  2.  No 

217.  Have  you  heard  about  the  efforts  of  the  Department  of  Defense  to  inform 
your  employers  of  your  increased  value  to  then  as  3  result  of  the  skills 
leadership,  and  training  you  receive  from  your  Reserve  experience? 


1 .  Yes 


2.  No 


218.  If  yen,  do  you  think  this  information  will  raise  your  status  in  the 
eyes  of  your  employer? 

1.  Yes  2.  No 

219.  What  are  the  chances  of  advancing  in  rate/iank  to  a  position  that  is 
in  keeping  with  your  abilities? 

1.  No  chance  2.  25%  chance  3.  507  chance  4.  75%  chur.ee  5.  1007  chance 
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PART  VI:  LEADERSHIP 


A.  Instructions:  For  this  section  we  are  interested  in  how  you  would 
describe  the  leadership  in  your  Naval  Reserve  unit.  In  answering  these 
questions,  first  ask  yourself,  "Who  is  my  immediate  supervisor?"  Now  read 
each  item  and  determine  how  each  statement  applies  to  his/her  leadership. 
The  last  few  questions  apply  to  your  officers  rather  than  your  immediate 
supervisor. 

Never  Seldom  Occasionally  Often  Always 
1  2  3  4  5 


220.  My  supervisor  does  little  things  to  make  it  pleasant  to  be  a  member 


of 

this  unit. 

1 

2 

3  4 

5 

221. 

My 

supervisor 

rules  with  an  iron  hand. 

1 

2 

3  4 

5 

222. 

Mv 

supervisor 

criticizes  poor  work. 

1 

2 

3  4 

5 

22  3. 

My 

supervisor 

keeps  to  himself. 

1 

2 

3  4 

5 

224. 

My 

supervisor 

assigns  unit  members  to  particular  tasks. 

1 

■1 

L. 

3  4 

5 

225. 

My 

supervisor 

acts  without  consulting  the 

members  of  the  unit. 

1 

2 

3  4 

5 

226. 

My 

supervisor 

is  approachable. 

1 

2 

3  4 

5 

227. 

My 

supervisor 

asks  that  unit  members  follow  the  chain  of  command 

1 

y 

3  4 

5 

228. 

My 

supervisor 

letc  unit  membeia  know  what 

is  expected  of  them. 

1 

2 

3  4 

5 

229. 

My 

supervisor 

shows  little  if  3ny  concern 

for  my  individual  wolf, 

1 

2 

3  4 

5 

;r,o. 

My 

supervisor 

i  .res  what  people.'  Mm*  me  M 

link. 

1  2  3 


.’4 


4 


5 


NEVER  SELDOM  OCCASIONALLY  OFTEN  ALWAYS 

1  2  3  4  5 

231.  My  supervisor  attempts  to  work  out  conflicts  in  our  work  group. 

1  2  3  4  5 

232.  The  Commanding  Officer  provides  strong  leadership  to  this  unit. 

1  2  3  4  5 

233.  In  dealing  with  the  Commissioned  Officers  in  my  unit,  I  have  been 
treated  fairly. 

1  2  3  4  5 

234.  The  Commanding  Officer  takes  a  personal  interest  in  my  Naval  Career. 

1  2  3  4  5 

235.  The  Petty  Officers  in  my  unit  are  forceful. 

1  2  3  4  5 

236.  The  Petty  Officers  in  my  unit  are  pessimistic  about  the  Navy. 

1  2  3  4  5 


GO  TO  THE  NEXT  PAGE 


B.  Instructions:  Thu  following  are  various  types  of  behavior  which  a 
supervisor  (manager,  leader)  may  engage  in  in  relation  to  subordinates. 
Read  each  item  carefully  end  then  mark  the  answer  that  indicates  whnf 
YOU  would  do  if  you  ware  in  your  Naval  Reserve  supervisor's  position. 

Make  a  Great  Effort  Tend  to  Tend  to  Avoid  Make  a  Great  Effort 

to  do  thia  do  this  doing  this  to  Avoid  this 

1  2  3  4 


IF  T  WERE  THE  SUPERVISOR,  I  WOULD  TRY  TO: 

237,  Closely  supervise  ray  subordinates  in  order  to  gat  better  work  iron; 
thorn. 

1  2  3  4 

238.  Set  the  goals  and  objectives  for  my  subordinates  and  oell  them  on 
the  merits  of  my  plans. 

1  2  3 

2  39.  Sot  up  controls  to  assure  that  my  subordinates  are  getting  the  Job  done  . 
1  2  3  4 

240.  Encourage'  my  subordinates  to  sot  thuir  own  goals  and  objectives. 

1  2  3  4 

2’tl.  Make  sure  that  my  subordinates  work  is  planned  out  for  them. 

1  2  3  4 

24 7.  Check  with  my  subordinates  dally  to  you  if  they  not'd  any  help. 

1  2  3 

243.  Step  In  as  soon  as  reports  indicate  that  the  Job  is  slipping. 

1  2  3 

344.  Push  my  pooplo  lo  meet  schedules  if  necessary. 

1  2  3 

24'*.  Have  freipien;  mootings  lo  keep  in  touch  with  what  is  going  on. 

1  2  3  4 

2  s  n.  Allow  kiiIhiiiIIii.u  I’t  to  make  important  decisions. 

1  4 


1 


PART  VII:  ATTITUDES  ABOUT  WORK  GENERALLY 

A.  Instructions:  Listed  below  ere  a  number  of  characteristic*  which  could 
be  present  on  any  job.  People  differ  about  how  much  they  would  like  to 
have  each  of  these  present  in  thsir  own  Jobs  whatner  they  are  military  or 
civilian.  We  are  interested  in  learning  how  much  you  personally  would  like 
to  hav«i  each  one  present  in  your  Job. 

Very  Important  Important  Neutral  Unimportant  Very  Unimportant 
1  2  3  4  5 


247. 


268. 


!69. 


2  SO. 


2  S 1  . 


253. 

256  . 

2V>. 

25h . 


25  7  . 


258. 

259  . 


STATEMENTS 

High  reaped  from  my  co-workera. 

1  2  3  ^ 

Pair  treatment  from  my  supervisor. 

I  2  3  6  5 

Stimulating  and  challenging  work. 

1  2  3  6  5 

(’hancos  to  exercise  independent  thought  and  action  in  mv  Job. 
1  2  3  6  S 

Groat  Job  security. 

1  2  3  6  5 

Very  friendly  co-workers  and  pleasant  working  climate. 

1  2  3  6  5 

Opportunities  to  learn  new  things  from  my  work. 

1  2  3  6  5 

High  salary. 

1  2  3  6  5 

Good  fringe  benefits. 

1  2  3  6  b 

Quick  promotions  and  advancement. 

1  2  3  6  5 

Oppori uni t ion  for  personal  growth  and  development  in  mv  Job. 

1  2  3  6  5 

A  souse  of  worth  while  nceompliehmont  in  my  work. 


1  ? 

A  sound  retirement  plan. 


3 


6 


b 


2  7 


1 


3 


6 


5 


PART  VIII: 


PARTICIPATION  IN  THE  NAVAL  RESERVE 


A.  Instructions:  In  this  section  you  are  asked  whether  you  fierce  or 
disagree  with  the  following  statements  about  your  participAt ion  in  the 
Naval  Reserve.  I'se  the  following  codes. 

Strongly  Agree  Agree  Don’t  Know  Disagree  Strongly  Disagree 

1  2  3  4  5 


STATEMENTS 

2oO.  One  of  the  things  l  like  about  being  in  the  N..val  Rossrvo  Is  that 
it  is  really  a  special  world  that  not  everybody  belongs  to. 

12  3  *  S 

2bl .  1  like  things  that  are  gensrally  thought  of  as  typically  Navy. 

12  3  4  S 


>2. 


2n  1. 


■  I'  4  . 


2('  '* . 


It  is  important  to  remind  ourselvss  that  being  In  the  Navy  Is  like 
being  part  of  a  big  family. 


1 


1 


The  whole  idea  o(  "going  to  sea"  is  a  romantic  and  appealing  idea 
t  me . 


I 


1 


Tin'  slogan,  "It’s  not  lust  a  Job,  i  t  ’  .■»  ,m  adventure."  is  really  true. 
1  2  3  4  ^ 

1  do  not  like  to  call  things  by  their  Navy  names  such  as  "decks," 

"hu 1  kin’ ads , "  "overheads , "  etc. 


1 


3 


To  he  a  "She  1 1  hack"  or  a  member  of  tho  "Order  of  Magellan"  Is  a 
h  1  eh  li.tnei  . 


1 


1 


.'o  ’.  Nothing,  seems  mere  ahsmd  to  me  than  to  t  rv  and  pretend  you  are  on 
a  real  ship  when  you  are  at  the  Naval  Reserve  Center. 

12  14  s 

2oS.  Otto  of  the  major  problems  with  the  military  In  general  and  the  reservi 
in  particular  is  the  amount  of  "Mickey  Mouse"  things  that  goes  on. 

1  t  4 

2to).  harassment  is  a  constant  part  of  life  when  1  am  at  drill, 

1  3  1 

2.’i).  Most  ot  what  passes  for  training  is  useless  and  boring. 

12  1  4 


.'ft 


Strongly  Agree  Agree  Don't  Know  Disagree  Strongly  Disagree 
12  3  *. 


271. 


?  1. 


2  73. 


2  7<i. 


2  78. 


2  71. 


280. 


The  Navv  seems  to  be  mot®  Interested  in  my  appearance  than  my  ability 
to  iio  the  Joh. 

1  2  3  A  3 

I  would  not  mind  coming  to  drill  ae  much  if  1  did  not  have  to  got  all 
dressed  tip. 

1  2  3  •*  b 

In  spite  of  what  some  people  say,  the  let  ef  the  average  enlisted  Reset \ 
moinhei  is  getting  better  not  worse. 

1  2  3  ■'<  '' 

1  always  encourage  my  t tionds  to  loin  my  unit  if  they  are  eligible. 
12  7  A  3 

1  personally  feel  that  our  unit  has  a  great  tutura. 

1  7  7  A 

You  can't  help  wondering  whether  anything  concerning  the  Navy  Is 
worthwhile. 

1  2  7  A  3 

My  civilian  boss  is  not  particularly  happy  about  all  the  time  1  spend 
at  the  Reserve  tenter . 

1  2  7  A  3 

Most  of  nv  friends  think  1  am  smart  to  be  in  the  Naval  Reserve. 

1  2  3  A  3 

(If  not  married,  skip  to  quest  Ion  280 

My  spouse  is  very  supportive  of  my  participation  in  the  Kesarve  program 
1  2  3  A  3 

My  spouse  is  understanding  about  my  having  to  go  on  Active  Duty  for 
Training  tAOUU TRA) . 

1  2  3  •* 


'0 


00  TO  W\Y  NT VV  VAiT 


'FT' 


i 

f 

E 


B.  Instruction!*.  List. Ail  below  ate  a  number  of  statements  that  may 
describe  various  Naval  Reserve  units.  Rale  how  true  or  false  you  think 
each  statement  is  , 

Definitely  False  Folse  Undecided  Mostly  True  Definitely  True 
1  2  3  4  5 


STATEMENTS 

281.  The  work  activities  in  this  unit  are  sensibly  organised. 

1  2  3  4  5 

283.  Hits  unit  does  a  poor  Job  in  putting  out  the  word. 

1  2  3  4  5 

283.  The  chain  of  command  is  receptive  to  ideas  and  suggestions. 

1  2  3  b 

284.  Members  of  this  unit  work  together  to  solve  lob  related  problems. 

1  2  3  4  5 

281’.  Women  should  not  be  in  the  Naval  Reserve. 

I  2  3  4  b 

28b.  Women  are  treated  fairly  in  the  Naval  Reserve . 

1  2  3  4  b 

287.  Members  of  ethnic  minorities  such  as  Blacks  and  Orientals  are  treated 
fairly  in  the  Naval  Reserve. 

1  2  3  4  b 

288.  There  is  equal  opportunity  for  .lob  assignment  in  this  unit. 

1  2  3  4  b 

28*1.  Tooi’li’  in  this  eommand  discourage  favoritism. 

1  2  3  4  b 

2*10.  Il  l  had  a  buddy  who  was  probably  going  to  drop  out  of  the  unit  , 

1  would  talk  with  him  and  try  to  ehange  his  mind. 

1  2  3  4  S 

2*>1.  If  there  were  a  person  in  the  unit  who  needed  help  badly  because  he 
was  out  of  work,  the  members  of  this  vail t  would  most  likely  come  to 
his  assistance. 

1  2  3  4  b 


H 

% 

1 

\ 


i 


M 


y 

rj 

a 

1 


30 


„'o.’ ,  lhi;-  .  own.utit  .;nl  oklv  inli'^v.ili's  now  yooy  l  o  Into  tho  .».!  tv  1 1  to*  .ut.l 
tho  votk  i't  th«  Kosoivo  mill, 


I 


A 


.'o  i .  Tins  v  i'i>vi.»n>l  of  ton  ytoviilos  Inf onttAt  lou  to  tho  f ami l l «*  ot  tho 
vofiotvtMs  mo  thov  will  hottov  uvnltii  slAnO  tho  Navy. 

1 

.'o.i,  t\to  ot  tho  t  h  tivs*  that  ioaTIv  hothois  v.u-  ahont  tho  Navy  ts  tho  hah 
l.myu.iko-  ot  I'tot.wlt'  that  1*  so  otti'ii  usoh . 

1 

l'\  nj^s  mil  oloohol  a-v  not  ..  ytohlovt  in  tht*  unit  . 

1  ’ 

Monhots  v  >’iit  imul  iv  s .  u;uh o  ahont  tho  v.otk  tho\  >!o  tot  tho  mi t  , 
l  *«  •<  s 

'0 ' .  initatn  momhovs  of  tho  unit  ,i\o  ho#)  t  lo  to  othov  momhoi*. 

I  1 

.’08.  Tho  wutt  o."»t  .tin*  month  «>  t  *  vt<h  vlOolv  vatvlnj;  ha>  k^tounils  . 

1 

.’00,  Momhi'ts  in  this  nnll  foat  to  o\yio.ui  tholv  t#,i\  opinion. 

1  A  -  s 

A00.  This  unit  l*  a  olo*oly  knit  stony. 

\  :  >  •>  •> 

AO l .  1  vouUl  hi'  om'i'A v va»*#.1  to  jio  hack  on  Aotlv#  1'nty  with  thl*  vtnlt  . 

1  A  *» 

JO.'.  Somol  into*  th#  Navy  #*or.',#  *o  i-or.tyl  lout  #0  th*t  a  yov#on  Ilk#  mo  OAu't 
loally  un,Wn#tAUil  vhAl'*  solus  on. 

1  .'  l  n 

10*.  If  A «'  Hko  mo  iMiln' t  nllnuil  » I  \  ITT  this  unit  t,,>uU  toa'ilv  hi' 

In  hail  shayo. 

1  A'  M 


’.Vflnitelv  False  False  I’nOee  iOe.1  Mostly  True  IVflnltelv  IV vie 


l  7  i  s 


30s.  It  1  wove  offered  a  good  lob  tn  .mot  he;  loo  at  Ion,  1  vvuid  eonstder 

whether  there  v.m  a  Naval  Reserve  (.'enter  nearby  below  aeeepting  the 
I'os  i  t  ton. 

1  7  1  -I  S 

305.  My  civilian  Job  requl re a  my  working  Irregular  hours. 

i  :  3  •<  x 

30b.  In  my  civilian  Job,  1  work  shifts. 

i  i  s 

307.  t  often  have  a  conflict  between  my  civilian  work  sehedule  and  my  Naval 
Reserve  0 1  ill. 

1  7  3  4  s 


00  TO  TUT  Nt  XT  TA01 


3.’ 


PART  IX:  GENERAL  SOCIAL  QUESTIONS 


A,  Instructions:  Now  1  would  like  to  aek  you  a  few  questions  about  your 
ideas  concerning  American  society  generally.  Please  indicate  whether  you 
agree  or  disagree  with  each  statement. 

Strongly  Agree  Agree  Don't  Know  Disagree  Strongly  Disagree 
12  3  4  5 


308,  Ordinary  citizens  ought  to  feel  obligated  to  engage  In  some  form  of 

full-time  public  service  (not  necessarily  the  military  service)  while 
they  are  young. 

1  2  3  4  5 


309.  A  good  citizen  h..s  a  duty  to  help  out  in  the  conmunlty  like  doing 
church  work  or  belonging  to  a  civic  club. 

1  2  3  4  5 

310.  I  would  have  felt  like  1  neglected  my  duty  if  1  had  not  Joined  the 
mi  1  it  ary. 

1  2  3  4  3 

311.  In  these  days,  loyalty  to  the  established  American  way  is  the  most 
important  requirement  of  a  good  citizen. 

1  2  3  4  s 

312.  The  average  American  citizen  doss  nor  show  enough  respect  for  the 
U.S.  Flag. 

1  2  3  4  8 

313.  Young  people  should  be  taught  to  be  more  obedient  and  to  haw  more 
respect  for  authority. 

1  2  3  4  8 

314.  Whatever  best  serves  the  interests  of  our  government  is  generally 
right. 

1  2  3  4  5 

315.  America  has  reached  a  higher  rtate  of  civilization  than  any  ether 
country  in  the  world  and  as  a  consequence  has  a  culture  which  is 
superior  to  any  other. 

1  2  3  4  5 

316.  It  is  the  duty  of  a  peraon  to  do  his  Job  the  very  best  he  can. 

1  2  3  4  S 


33 


Strongly  Agree 

Agree 

lYui't  Know 

disagree 

Strongly  t'lsagie 

1 

3 

*4 

3 

317.  1  feel  wry  had  when  1  haw  failed  to  finish  a  Job  1  promised  1  won  1>1 

Jo. 

i  :  a  s 

31S,  Booauso  many  of  Clio  minor  political  parties  merely  confuse  national 
issues,  all  political  parties  except  the  two  major  ones  shoulJ  ho 

ahol i shej . 

i  :  3  s 

31‘>.  A  largo  percentage  of  taxes  which  citizens  pay  is  wasted  In  an  effoit 

cvlucate  individuals  who  are  not  worthy  of  being  educated. 

17  3  S 

330.  t’ert.tin  religious  sects  whose  heliofa  vio  not  permit  them  to  salute 
the  flag  should  either  he  forced  to  conform  or  else  he  abolished. 

1  3  3  i  3 

3*1.  Minor  forms  of  military  training  such  as  drill,  marching,  and  simple 
cow.unds  should  he  made  a  part  of  the  elementary  school  educat  ionul 
program. 

1  :  3  •<  5 

333.  t'onvent  ional  war  between  the  I’.S.  and  another  nation  is  always  a 
real  posslhility. 

13  3  3 

37 1  .'11  out  war  is  likely  within  13  years. 

I  3  1  •«  3 

33-t.  1. united  nuclear  war  between  the  I'.S.  and  Communist  forces  is  likely 

within  lx  years. 

1  3  3  S 

333.  13 u-  Vietnam  conflict  is  .1  good  example  of  the  fact  that  the  Communists 

ar«-  determined  to  conquer  the  world. 

1  3  3  -  s 

33h.  All  v.us  arc  immoral  . 


1 


3 


x 


Strongly  Agree 


Agree  Don't  Know 


Disagree 


Strongly  Disagree 

5 


327,  World  War  II  was  a  Just  war. 


328.  The  Vietnam  War  was  a  Just  war. 


329.  It  sometimes  bothers  mo  that  I  am  a  member  of  an  organization,  the  Naval 
Ro serve ,  that  is  organized  for  the  purpose  of  fighting  wars. 


330.  People  mostly  just  look  out  for  themselves. 


331.  Generally  speaking  most  people  can  be  trusted. 


332.  Most  of  the  time,  people  try  to  be  helpful. 


333.  Most  people  would  try  to  take  advantage  of  you  if  they  got  the  chance. 


334.  You  cannot  be  too  careful  in  dealing  with  people. 


335.  Our  country  would  be  a  lot  better  off  if  we  didn't  have  so  many  elections 
and  people  didn’t  have  to  vote  so  often. 


336.  What  this  country  needs  is  strong  leaders  who  do  what  they  think  is 
right  regardless  of  public  opinion. 


GO  TO  THE  NEXT  PAGE 


35 


. 


b  .  Inst  rue  t  Ions : 
each  question. 


In  this  section,  select  an  answer  that  appears  under 


317.  Are  you  very  Interested  In  politics? 

1.  Very  interested 

2.  Somewhat  interested 

3.  Neutral 

A.  Not  much  interest 
5.  Not  interested  at  all 

338.  Ilo  you  talk  politics? 

1.  Yes 

2.  No 

3.  Uncertain 

339.  Are  you  registered  to  vote”? 

1.  Yes 

2 .  No 

3.  Uncertain 

340.  Did  you  vote  in  the  last  general  election  for  President? 

1.  Yes 

2.  No 

3.  Uncertain 

341.  Have  you  ever  done  any  campaigning  other  than  giving  money? 

1.  Yes 

2.  No 

3.  Uncertain 

342.  Do  you  think  of  yourself  as  Republican,  Independent,  Democrat  or 
some  "Third"  party? 

1.  Strong  Democrat 

2 .  Weak  Democrat 

3.  Independent 

4.  Weak  Republican 

5.  Strong  Republican 

6.  Weak  Third-Party  Member 

7.  Strong  Third-Party  Member 

8.  I  don't  think  of  political  parties  at  all 

9.  Uncertain 


343.  Do  you  tend  to  think  of  your»elf  aa  politically  Conservative  or 
Liberal? 

1.  Very  Conservative 

2.  Conservative 

3.  Moderate 

4.  Liberal 

5.  Very  Liberal 

6.  I  have  never  thought  of  it  before 

344.  When  it  comes  to  foreign  policy,  do  you  think  we  she  ild  be  forceful 
or  restrained? 

1.  Very  forceful 

2.  Forceful 

3.  Moderate 

4.  Restrained 

5.  Very  restrained 

6.  Uncertain 

345.  Some  people  think  that  the  National  Government  is  not  doing  enough 
in  the  area  of  National  Defense.  Do  you? 

1.  Strongly  agree 

2.  Agree 

3 .  Don' t  know 

4.  Strongly  disagree 

346.  Now  do  you  think  there  is  any  difference  between  the  way  the  Democrats 
and  the  Republicans  or  othor  parties  feel  on  this  issue? 

1.  Democrats  wl! 1  normally  spend  more  on  defense  than  other  parties 

2.  Republicans  will  normally  spend  more  on  defense  than  other  parties 

3.  Both  major  parties  are  about  the  same 

4.  I'm  not  sure 

347.  What  is  your  religion? 

1.  Protestant 

2.  Catholic 

3.  Jewish 

4.  Other 

5 .  None 

348.  Do  you  tend  to  think  of  yourself  as  a  religious  person? 

1.  Very  religious 

2.  Moderately  religious 

3.  Not  religious 

4.  Nc>_t  religious  at  all 

5.  Uncertain 

349.  If  you  have  any  general  comments  concerning  the  Naval  Reserve,  please 
write  them  on  the  back  of  the  answer  sheet,  and  circle  number  34s  on 
the  answer  sheet. 

THANK  YOU  FOR  TAKING  THK 
17  TIME  TO  ANSWER  THIS 

questionnaire: 


ANSWER  SHEET/NAVRESREDCOM  REG  SEVEN  RETENTION  STUDY  1579 

INSTRUCTIONS:  C 1  rc I e  the  appropriate  number  for  each  question.  SER  N9 
Note  that  for  question  24  you  should  circle  your 
actual  age  as  of  your  last  birthday. 

PLEASE  ENTER  YOUR  SOCIAL  SECURITY  NUMBER  HERE 
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INSTRUCTIONS;  Circle  the  appropriate  numper  for  each  question. 
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1 1 1  SECTION  A 
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Naval  Reserve  Readiness  Command  Region  Seven 

Naval  base 

CHARLESTON.  SOUTH  CAROLINA  29408  »*'«"  to. 

Code  52 

2Q  DE-U  w/b 

From:  Commander,  Naval  Reserve  Readiness  Command  Region  SEVEN 

To:  Distribution 

Subj :  Naval  Reserve  Retention  Survey 

Enel:  (1)  Naval  Reserve  Readiness  Command  Region  SEVEN  Retention  Study 

Report  Number  One 

1.  Enclosure  (1)  is  the  first  in  a  series  of  reports  resulting  from  a 
recently  completed  command-wide  retention  survey  in  which  all  Naval 
Reserve  personnel  drilling  in  Region  SEVEN  participated.  Future  reports 
in  this  series  will  more  narrowly  focus  on  specific  retention  subjects 
identified  herein. 

2.  Althv.1-.3h  this  report  addresses  retention  in  Region  SEVEN,  it  is 
interesting  to  compare  the  results  with  a  1974  study  conducted  by  the 
Chief  of  Naval  Reseive  within  the  Eleventh  Naval  District.  Such  a 
comparison  lends  support  to  the  possibilit>  Lhat  the  retention  problems 
identified  in  Region  SEVEN  may  not  he  particular  to  this  Region  but  are, 
in  fact,  generally  prevalent  throughout  the  Naval  Reserve. 

3.  Because  Naval  Reserve  personnel  retention  is  such  a  key,  important 
issue  and  national  input  is  needed  in  this  regard,  the  Chief  of  Naval 
Reserve  has  directed  that  a  national  random  sample  survey  be  conducted. 

The  national  survey  will  be  supervised  by  Readiness  Command  Region  SEVEN 
and  will  be  conducted  during  January  -  March  198C.  The  findings  of  this 
national  effort  are  expected  to  be  disseminated  during  August,  1980. 

4.  Your  comments  are  invited  and  wj.11  be  welcomed  as  constructive  additions 
to  the  resolution  of  a  major  problem  within  the  Naval  Reserve.  Point  of 
contact  is  CDR  M.  L.  Boykin  (REDCOM  SEVEN  Code  52)  or  LCDR  H,  L.  Merritt, 
Autovon  794-4402/FTS  679-4402. 


Wm.  J.  GILMORE 
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